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ABSTRACT 

The study was conducted to investigate three major areas of 
interest concerning job satisfaction in physical education departments, 
schools, and faculties in English-speaking Canadian universities. 
There were three central concerns: 1) the relationship between 
satisfaction and preferred-perceived discrepancy; 2) the relationship 
between global and specific measures of satisfaction; and 3) the 
relationship between selected demographic and biographic variables and 
satisfaction. 

Two questionnaires were designed for the study. The Chief 
Administrator's Questionnaire was designed to obtain demographic 
information about university physical education organization. The 
Work Environment Questionnaire was designed to obtain information from 
full-time academic staff members in physical education on several 
different measures: 1) biographical information; 2) satisfaction 
scores on global and job-specific aspects of the work environment; and 
3) preferred-perceived and employer-employee discrepancy scores on 
job-specific aspects of the work environment. 

The questionnaires were mailed to thirty-two universities 
in Canada which offered degree programs in physical education. A 
59.9 percent return was realized. The available data was analysed 
using nonparametric statistics -- the Kendal and Spearman rank order 
correlation procedures, and the chi square tests of goodness of fit 
and independence. From the data analysis a number of significant 
results were discovered. 

Satisfaction levels for job-specific aspects of the work 


environment were significantly related to preferred-perceived 
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and employer-employee discrepancy levels -- that is, as the 
discrepancy between what one preferred and what one saw as existing 
in the work environment decreased, satisfaction increased. 
Correlations on these measures between individuals tended to be 
lower than correlations within individuals over fifty-one aspects. 
This suggested individual differences were operating in the 
perception of satisfaction and discrepancy. While correlations 
were consistently significant their absolute values were relatively 
low and as such did not account for a high percentage of 

variance in satisfaction levels. 

Satisfaction with the job as a whole was consistently and 
significantly related to satisfaction with the job-specific aspects of 
the work environment. Correlations from this analysis were low but 
served to indicate certain aspects of thw work environment were more 
related to satisfaction with the job as a whole than were others. 
The significant correlations from these analyses also tended to 
support the contention that the instrument of measurement was valid. 

A number of significant relationships resulted from the 
analyses of demographic and biographic variables in relations to 
satisfaction levels. Satisfaction appeared to increase as age 
increased up to the age of fifty-five. After age fifty-five there 
was an indication that satisfaction may decrease. Professors and 
associate professors were found to be more satisfied than individuals 
with other professorial ranks, and lecturers and instructors were 
found to be least satisfied. Bachelors degree program enrolment 
was assumed to be an indication of size of the physical education 


Organization. As such individuals from institutions with enrolment 
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up to 300 and over 600 students were significantly more satisfied 
than were individuals from other institutions in so far as several 
job-specific aspects were concerned. Finally, males were found to 

be more satisfied than females on a number of different measures. In 
view of the fact that the majority of females were in the lower age 


groups and lower professorial categories, this finding might have 


been expected. 
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CHAPTER I 
THE PROBLEM 


Since the inception of the first professional, degree granting 
school of physical education in Canada at Toronto University in 1941 
(Cosentino and Howell, 1971) similar such programs have increased in 
number at a very rapid rate. Meagher (1965: 69) reported the existence 
of seventeen such programs in Canada as of 1964 while today there 
are thirty-two. The proliferation of institutions offering degrees 
in physical education was paralleled by a similar increase in student 
population. From 1957 to 1965 the enrolment in bachelor degree 
programs in physical education increased from 565 to 2,296. (Meagher 
1965: 78) Today there are at least 10,000 students enrolled in 
programs of professional preparation in physical education. 

With the increase in student enrolment and institutions 
offering such programs a move toward variety and innovation in 
programs has gained momentum. At present, nine institutions offer 
masters degree programs, and while only one program leading to a 
doctorate degree in physical education exists, several are in the 
planning or approval stages. 

As these programs increase in numbers there are many 
ramifications related to the need for new facilities and support 
staff, the need to provide more funds for the operation of the new 
programs, and the need for more qualified teaching staff. In 
general the complexity of the physical education organization 
increases and the existence of individuals within such organizations 


becomes more complicated. 
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If it is to be assumed that the performance of the members 
of an organization is, in part, related to the successful existence 
of that organization, it can then be assumed that research concerning 
man's relationship to the organization and his existence in the 
Organization is also important. Research concerning physical educators 
within university physical education organizations then becomes a 


legitimate topic for investigation. 


I - THE UNIVERSITY ORGANIZATION 

Blau and Scott (1962) have attempted to differentiate between 
social and formal organizations and in doing so emphasized the 
following: the goals, rules and status structure of the social 
Organization have emerged spontaneously through social interaction 
whereas the goals, rules and status structure of the formal organization 
have been "consciously designed a priori to anticipate and guide 
interaction and activities." (Blau and Scott, 1962: 5) Common to all 
formal organizations is the fact that they are designed to accomplish 
certain goals. The industrial organization, designed to manufacture 
a given amount of a product at a specified profit, is an obvious example. 

However, the university, as a formal organization, in the view 
of many authors, lacks the certainty of purpose that many other formal 
Organizations possess. Oncken (1971: 1-2) suggested universities 
differed from the common concept of formal organization because of four 
characteristics: 1) goals are not clearly defined; 2) products are 
somewhat intangible; 3) the consumer has little influence; 4) the 
decision making process within the organization is diffused more than 
hierarchical in nature. Ikenberry (1972: 23) also suggested there was 


a difference and pointed specifically to two characteristics that 
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differentiate the academic organization from the production 

oriented organization: 1) academic organizations are unable to 
operationally define their goals: 2) academic organizations are 
essentially decentralized in reference to authority structures. Finally, 
Shull has suggested: "The objectives of higher learning not only 
espouse plurality, but also refer to broad genotype functions - those 
which allow for variable interpretations and heuristic definitions of 
purpose." (Shull, 1972: 52) 

The lack of clarity of goals seems to be a point of agreement 
between the aforementioned authors and also seems to be a justifiable 
characteristic of universities according to Bonneau and Corry: 

...there is rough general agreement on an approved list 
of purposes: the main divisions of the list are teaching 
(the transmission of knowledge and culture), research 
(the discovery and integration of new knowledge), and 
service to the community. 

But this is not where the real rub comes. It comes 
over the issue to whether there are priorities in the 
work of the universities, and if so what they are. 
Here, there are marked differences of view both within 
the university and between the public and the 
professors. (Bonneau and Corry, 1972: 15) 

Hodge and Johnson (1970: 120-121) have suggested that 
Organizations have a responsibility to operate efficiently and 
effectively but this cannot be achieved if one or more membership 
groups become dissatisfied. Assuming this to be an accurate assessment, 
then the marked differences in priorities noted by Bonneau and Corry 
may prove to be crucial in determining the degree of success a 
university organization might achieve, particularly in the event 
where differences in priorities are found between employer and 


employee, and where these differences result in non-productive conflict. 


The special case of the university as an organization has 
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received further comment from Parsons: 
The most important things a typical individual does do. 
not concern the interests of the organization as a whole 
in any very direct sense. They concern his teaching 
relations with a small minority of the student body, 
the pursuit of his own research interests which are 
inevitably in only one of the many fields of knowledge 
involved in the university, and his active collaboration 
with a small circle of colleagues. (Parsons, 1971: 489) 
If the academic's concerns are not directly related to organizational 
interests it would not be too risky to question the existence of 
the organization as being viable in view of the possible lack of 
common goals. 
In terms of the clarity of work roles and job descriptions, 
and to some extent the definition of priorities, the university 
organization might be compared with an engineering firm. Ina study 
of an engineering firm Wood and LeBold (1970) referred to five specific 
departments: research, development, design, operations and engineering 
management. Contrast these specific job assignments with the work 
world of a university academic who is surrounded by teaching, research, 
community involvement, and in the case of many Physical Education 
academics, coaching responsibilities, club and supervisory activities. 
The possible lack of clarity in terms of the priority of goals 
in a university department may create, within the individuals working 
in such an atmosphere, an unclear and divergent set of expectations viz: 
a set of expectations which do not allow individuals to clearly 
operationalize their efforts within their work situations on a 
hierarchy of importance basis. 
The result of such diversity of impinging expectations, in 


many cases, leads to incongruency of priorities between the 


organization and the individual. With such incongruity logically 
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follows conflict of greater or lesser degree. This has been proposed 

by Shepherd: 
Differences in orientations create points of tension and 
conflict. Often the tension and conflict remains latent 
and is expressed largely by isolation and in feelings and 
expressions of such things as pride and superiority. 
Sometimes, however, the tension and conflict become 
manifest and create a barrier to cooperation. (Shepherd, 
1961: 79) 

A great deal of organizational research, of one form or another, 
has used the individual-organization conflict as a central theme. 

As one sector of the total, recent job attitude (job satisfaction) 
studies have employed a discrepancy model to determine levels of 
Satisfaction. Measures of what the individual perceives as being 
present (in a multitude of job aspects) are compared with what the 
individual desires and provides the basis for defining job satisfaction 
levels. 

While the bulk of such research has been conducted in industrial 
settings, there is need for similar research in academic institutions. 
Administrators would do well to know the extent of the discrepancy 
between what their employees want and what their employees perceive 
as existing in their work environment. Furthermore, knowledge of 
this type of discrepancy and how it is related to such other variables 
in the work environment as age, sex, academic rank, and years of 


experience may prove to be very useful in producing a more effective 


and efficient academic organization. 


II - STATEMENT OF THE PROBLEM 
The purpose of the study was concerned with three (major) 


areas of interest: 
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A. What is the relationship between self-reported measures of 
satisfaction and self-reported measures of discrepancy with 
what one prefers and what one perceives as existing with 
specific aspects of the work situation? 

B. What is the relationship between self-reported measures 
of satisfaction with specific aspects of the work situation 
and self-reported measures of satisfaction with more general 
areas of work and with the job as a whole? 

C. What is the relationship between self-reported levels of 


satisfaction and various selected biographical variables? 


IIT - IMPORTANCE OF THE PROBLEM 
Any organization has an obligation to operate as 
efficiently and effectively as practicable in converting 
the resources available to it into the product or 
services desired by its consumers. (Hodge and Johnson, 
1970: 120-121) 
It (the organization) must suffer some reduction of 
success if one or more membership groups become 
dissatisfied. (Hodge and Johnson, 1970: 121) 

According to Vroom (1965: 186) variability in job satisfaction 
results in a number of consequences for the organization which were 
stated as probability of resignation, absences, and accidents. 
Subsequently, Quinn and Kahn (1967: 458) have suggested that the 
effective functioning of an organization is dependent on three 
behaviors as performed by individuals: 1) joining and staying, 

2) dependable role performance, and 3) innovative or spontaneous 
behaviour. Logically, job satisfaction becomes a factor which may 
be of great importance in terms of the effective functioning of 


Organizations. Mumford (1972: 185) further supported the above by 


stating job satisfaction was necessary as part of the requirements of 
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a healthy organization and that dissatisfaction with one's job will 

be manifested in terms of staff members looking for other work, staff 
members taking more time off, and staff members becoming disinterested 
which in itself will lead to a reduction in production and efficiency. 
(Mumford, 1972: 68) 

Smith, Kendall, and Hulin (1969: 2) have stated that in 
general it is important in itself to understand the sources of 
satisfaction and dissatisfaction. Furthermore, it is important to 
realize that many organizational factors “affect the feelings and 
attitudes, and in turn, the behavior of the employees." (Smith, 
Kendall and Hulin, 1969: 2) 

Specific to behavior of employees, three phenomena have 
received research attention in relation to job satisfaction: production, 
absenteeism, and turnover. While the contemporary view held is that 
production is more likely to be responsible for satisfaction and not 
the reverse, there is evidence that absenteeism and turnover are 
negatively related to satisfaction, at least in industrial settings. 
(Bass, 1965; Brayfield and Crockett, 1969; Lawler and Porter, 1969) 

On the basis of the assumption that a certain degree of employment 
stability and a minimum degree of absenteeism are valuable to all 
organizations, including the university organization, one might 
further assume that employee satisfaction or dissatisfaction and their 
causes and correlates should be a concern of administrators in the 
university setting. 

In regard to production, however, Lawler and Porter (1969) 
have suggested satisfaction is due to performance and ensuing 


extrinsic and intrinsic rewards derived from performance. The 
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individual may perceive the organization as being a hindrance, by way 
of internal policies or goal incongruence, to his successful performance. 
This perception may engender a non-productive attitude which in turn 
would produce a mediocre performance, few rewards, and subsequently 
Brttre, Sit tany, satisfaction. 

Finally, Daniel has suggested that as man spends a considerable 
part of his life in the realm of work and work environment, "the study 
of job satisfaction should add to the ‘know how' of tapping human 
potentials more efficiently with greater realization of higher human 
needs for a larger number of people." (Daniel, 1971: 14) 

The concept of a "“perceived-preferred discrepancy" will be 
discussed later but for the present it should be emphasized that it 
is believed that the discrepancy between what one prefers and what 
One perceives he is receiving is primarily responsible for satisfaction 
and dissatisfaction. Emerging specifically from the study, it may be 
useful for the administrator to know which are associated with 
satisfaction and dissatisfaction: 1) discrepancy between what one 
perceives to exist and what one prefers, or 2) discrepancy between 
what one prefers and what one perceives is preferred by the employer. 
Furthermore, it would seem to be valuable to determine whether 
satisfaction-dissatisfaction as a function of these discrepancies varies 


according to biographical and demographic variables. 


VI - DEFINITION OF TERMS 
Thorough discussion of the major concepts to be employed in 
the study are included in a later chapter which deals with the review 
of the literature. The following section is included to define more 


commonly used terms in this study. 


pee - > Beis 

ow vd. { peoqerat ot », onred 2m aakteshiseya 

| 7 4o0 y 7 sw ‘ - : + " — 

. vin eG TAY, uteeaagwe et) of ,SDreNIeROINT . staal we hot 7 7 

7 _- 

. _ se : 43 , Te \- ad at 

aud a Noid. SUT SIS aviyoubor-no & yabnes . rT. A nozrqs2 
| ss on a ney 6 en j roti 1? 

_ | -divswisedee bos .ed1SWSt WoT. SORRM ov a an20t bei soubor 


os : ’ 7 : or 


- 7 soft an — ee . 
“ ai : notesstetona - .- Y *S | 
7 é in a 
: " ~ . 5 _ 


: éfdevabt eos 6.2bneq2 nem 26 tats, bodeaogue. aed Teron’ eyel of a 


~ ovipuke oy" _tnonmorives arrow bye avow To mt aS" ani wit onih att 


nemuc oniagss FO ‘wort wont’ off of the one notd astal te2 dot 
a é Be 
vem ‘anprd to norresr)6o) Verbs 78 Ai kwey (tanat othe rem ani 


F _ 
(Af -pyet , feria) a foage +o “eo wnat ha a 
af TT tw "voneasazho bavrstaiq-bs rso194 "8 vo -yqson, + , inal 
=" 


:. . 3? aedt bosfenianeod bfuel> dh dns2ev.ele Jor Je 1926 baa user 
. " 7s de | 


é 7 aA i oe 
( boec evetaid Sno vtsiwW noouted. younds 2 Bad Peiee bavet iad et 
“af 2 74 _ 7 7 a 


7 ° ‘ a aft yy -s. = a ; 
noris6t2z( ase NOt sldfesogesy Virrsmrtg ef on a7on 2f of 2avisowed one 
; = - 
‘ vee al 
sd vem 9¢. .vbul2 say mort Vl Feaittasa2 onto: wd norsastelsee bbe 


*iw bateladeen Sta fordw Wood of xoteytetnbnibs art wor a o2 4 


T t ; - 
‘ 


» t 7. ae . > ? 
Pe 7 — - + (im < —a- ° he ae + 
tht we Sit i832 ; } - Mies ie ¥ 9 { de le 2) Bee ero bing acid aia 
+ re ; \ 
‘ ‘ : * 
sad yonsqariserb (Ss e197 3IC > JaNW ONS F2ex 
* i ay va tye uA) of 25vViaa%sq eno 26H b 16 Ps 
fiw snbvetsb of sfdsulév sd. oF nese binow 2 
29 IBY 297206Gs" 2 Si} ) | 6 26 NG tezet 
a a > hw a 
eS (GSI 1T6V DSINGsbINoNeD His S57 NG ipo. s 
5 
“3aT 3 SAereieT4 F 
eMRal- 10 WOLTIMIAsS - TY 
ae acs 7 


ni bsyolaqms 9d. 03 asqeones yotem sft To nolzeunetb 


7  wetven sty at tw efi ab Ratt Iw yatqarlo “atet 5 Nt Sobufant 

4 ; ao " 

r svom-ankisb of babefanr ef noriose. pmiwor 0? ont 
“A if 


For the purpose of this study the functions of full-time 
academic faculty members of professional schools of physical education 
have been divided into four categories (coaching, community 
involvement, research and teaching) with definitions applying as 
stated below. 

Coaching: refers to activity as head coach or assistant 
coach of one or more intercollegiate teams sponsored by the university. 

Community Involvement: refers to participation as a member 
or chairman of current committees of Faculties (or schools, or 
departments) of physical education and universities, and also refers 
to similar participation in professional physical education 
organizations at local, provincial, or national levels. 

Research: refers to empirical and library investigatory 
activities that are not directly related to, nor necessary for, the 
completion of the teaching, coaching, and policy formulation aspects 
of the job. 

Teaching: refers to activities relating directly to student 
programs and classes. 

Full-Time Academic Staff Member: For the purpose of this 
study a full-time academic staff member is a staff member who has 
tenure or who has a position leading to tenure with no contractual 
indication of an employment termination date. This classification 
does not include chief administrators such as deans, directors, 
department chairmen, nor does it include administrative officers. 
Individuals classified as sessional appointments have also been 
excluded from the study due to the very unstable nature of their 


term of employment. 
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Demographic Variables: As defined by the dictionary! demography 


refers to the "study of peoples or communities in regard to their — 
social relations and institutions, especially as compared with other 
communities; study of size, density, composition of human populations." 
For the purpose of this study and in keeping with the above definition, 
demographic variables are defined as those measurable characteristics 
which describe each professional school of physical education: number 
of years in operation, years the chief administrator has been in his 
present position, number of full-time academic staff members, types of 
programs offered, number of students enrolled in programs. 

Biographic Variables: As defined by the dictionary“ biography 
refers to "the history of the life and character of a particular 
person." For the purpose of this study and in keeping with the above 
definition biographic variables are defined as those measurable 
characteristics which describe each of the full-time academic staff 
members involved in the study: age, sex, degrees held, years of 
university employment with academic rank, years of employment at 
present job, tenured or not tenured, job responsibilities, academic 
rank, area of academic interest. 

Value (Preference): Rand (1966: 5) and Branden (1966: 5) have 
both defined values in a brief manner as that which one acts to gain 
or keep. Branden (1966A: 1) has also suggested the concept of value 


pertains to the relationship of some aspect of reality to man and that 


‘The Webster Encyclopedic Dictionary of the English Language 
(Consolidated Book Publishers, Chicago, 1969). 
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if man views something as good for him then it is also valued by him. 

For the purpose of this study the latter view offered by 
Branden was deemed most applicable - that is, the study was concerned 
with the relationship of many individual aspects of the academic 
staff member's work to himself, and his perception of how he and 
others value those particular aspects. Inherent in such thought is 
the fact that evaluation, as a process, is a prerequisite to the 
determination of the status of the relationship. One must measure or 
evaluate what he desires in comparison with some other standard in 
order to evaluate his position. 

Value has been defined as that which one desires to gain, get, 
or keep. In view of this simplified definition the word 'preference' 
has been deemed synonomous with 'value' and the word ‘prefer' has been 
used in the research instrument as a term believed to be more readily 
understandable than the word ‘value’ and will be used throughout the 
study. 

Preferred-Perceived Discrepancy: For the purpose of this 

study preferred-perceived discrepancy was conceived as the difference 
one perceives between what one prefers and some other standard in so 
far as numerous aspects of the work environment are concerned. 
The concept of preferred-perceived discrepancy is a modification, in 
terminology only, of Locke's (1969) value-percept discrepancy concept. 
In view of the decision to define value as a preference the change in 
wording was made without any intention of changing the essence of the 
concept of discrepancy as discussed by Locke. (1969: 316) 

In the present study two specific preferred-perceived 


discrepancies have been defined: 
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A. Actual-Preferred Discrepancy: refers to the perceived 


(by the academic staff member) discrepancy between what 
One prefers and what one perceives as existing in so far 
as numerous aspects of the work environment are converned; 

B. Employer-Employee Discrepancy: refers to the perceived 

(by the academic staff member) discrepancy between what 
one prefers and what one perceives as his employer's 
preference in so far as numerous aspects of the work 
situation are concerned. 

Discrepancy Score: For the purpose of this study a discrepancy 
score was defined as that measure of perceived difference between 
what the academic staff member prefers and what exists, or what the 
staff member perceives to be preferred by the employer, related to 
vapiouS aspects of the work environment are concerned. This score 
was derived from responses according to a five point Likert-type scale 


as shown below: 


Much Less Less Than More Than Much More 

Than What What No What Than What 

I Prefer I Prefer Difference I Prefer I Prefer 
] 2 3 4 5 


Job Satisfaction: For the purpose of this study Locke's 
(1969: 316) definition of job satisfaction was used as it was based 
on the previously stated concept of values (preferences). "Job 
satisfaction is the pleasurable emotional state resulting from the 
appraisal of one's job as achieving or facilitating the achievement 


of one's values." (Locke, 1969: 316) In so far as this study was 
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concerned the term 'job' as contained in the above definition was 
taken to mean either the job as a whole or specific aspects of the 
NOMS Ore DO Li 

Job Dissatisfaction: "is the unpleasurable emotional state 
resulting from the appraisal of one's job as frustrating or blocking 
the attainment of one's job values or as entailing disvalues." (Locke, 
1969: 316) Again, ‘preference’ was taken to be synonomous with 
‘value’. 

Satisfaction Score: For the purpose of this study satisfaction 
score was defined as that numerical estimation (by the responding staff 
member) on a six point Likert-type scale which indicated the 
respondent's feeling of satisfaction or dissatisfaction with particular 
aspects of the work environment and with the work environment as a 
whole. The satisfaction-dissatisfaction scale is illustrated below: 


Very Quite Slightly Slightly Quite Very 
Satisfied Satisfied Satisfied Dissatisfied Dissatisfied Dissatisfied 


ee S 


V  - DELIMITATIONS 

There were two major delimitations which should be noted. 

1. A French translation of the research instruments was 
developed and sent to four French-speaking universities in Canada and 
posted at a later date than the English version. However, due to 
a national postal strike the questionnaires sent to the French 
universities were considerably late in reaching the proposed 
respondents. As a result only a very small percentage return was 


realized. In view of this small percentage return it was decided 
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to eliminate the returned questionnaires (from French-speaking 
universities) from the study, thus using only the questionnaires 
returned from English-speaking universities at an earlier date. 

2. As defined previously, ‘full-time academic staff member' 
does not include chief administrators, nor does it include administra- 
tive officers. It was decided that because of the different nature of 
the work of these two categories of individuals (especially when 
considering the delineation of the four major work functions) the 
inclusion of administrators and administrative officers would 


introduce unnecessary confounding and confusing data. 


VI - LIMITATIONS 

The elimination of French speaking universities from the 
sample reduces the sample to less than total and therefore 
generalizations from the results will be applicable only to the 
population in English speaking universities. 

Not all aspects of the work environment and work role of 
Staff members were investigated. This may have reduced the usefulness 
of the results to some extent. However, fifty-two aspects of the 
work environment were investigated - this was deemed sufficient for 
the purpose of the study. 

In terms of methodology, the limitations and restrictions 
inherent in the questionnaire method of research were accepted. 

Finally, it should be noted that the data derived from 
responses to questions nine through fourteen in the major question- 
naire was deemed to be no more than ordinal in nature. Because the 
data is not at least interval in nature a nonparametric statistical 


model was used in the analysis. 
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CHAPTER II 


REVIEW OF THE LITERATURE 


IT - THE INDIVIDUAL AND THE ORGANIZATION 


The relationship between the individual and the organization 
in which the individual functions has been a concern of organizational 
theorists for some time. The proponents of scientific management 
and the proponents of the human relations movement took opposing 
views Of this relationship - the former held the organization and 
its efficiency as most important while the latter put major emphasis 
On the happiness and satisfaction of the individual. Typically, 
it has been thought that the concern over such a conflict emanated 
from industrial factory settings. However, "this conflict is merely 
One aspect of what has variously been characterized as the conflict 
between individual and society, individual and environment, desire 
and reality, id and super ego." (Strauss, 1968: 264) and as a result 
it permeates all organizations, not just the industrial organization. 

One of the most frequently quoted discussions on organizations 
and individuals was written by Chester I. Barnard (1938) in which he 
spoke at length on systems of cooperation. He made a distinction 
between two basic types of behaviors that are exhibited with reference 
to the treatment of individuals: 1) persons are objects to be 
manipulated, or 2) persons are subjects to be satisfied. (Barnard, 
1938: 40) He further emphasized the possibility of conflict between 
individual and organization which may stem from a firm belief in 


either of the above two approaches: 
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A formal system of cooperation requires an objective, 

a purpose, an aim. Such an objective is itself a 

product of cooperation and expresses a cooperative 

discrimination of factors upon which action is to be 

taken by the cooperative system. It is important to 

note the complete distinction between the aim of the 

cooperative effort and that of the individual. 

(Barnard, 1938, 42-43) 
In speaking of a distinction between the cooperative system (in essence 
the organization) and the individual, Barnard reaffirmed the fact that 
congruency of objectives, purposes, aims, goals does not necessarily 
exist between the organization and the individual. 

Further illustrative of the possible conflict between 

individual and organization is the model of dimensions of behavior 
in a social system as presented by Getzels and Guba. (1957) 
Essentially, these two theorists have suggested that there are two 
major dimensions of a social system: 1) the nomothetic (institution, 
role, role expectation components) and 2) the idiographic (individual, 
personality, need-disposition components). There is interaction 
between these two dimensions as the social system functions and a 
common result of this interaction is conflict. The major source of 
the conflict according to Getzels and Guba is the interaction between 
the individual's need dispositions or preferences and the role 
expectations as stated by the institution or organization. In other 
words, organizations will define expectations for role performance 
on the basis of a need for the most efficient attainment of the 
organization's goals. In many cases these expectations are not 
compatible or are incongruent with the needs or preferences of the 
individuals who occupy the roles. This incongruency has implications 


for satisfaction: "In terms of our model, satisfaction is a function 


of the congruence of institutional expectations with individual 
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need-dispositions." (Getzels and Guba, 1957: 435) 

Getzels and Guba speak of ‘expectations' in terms of what 
actions are needed to perform the roles within an institution in an 
appropriate manner. However, without contradicting the basic concepts 
in their individual-institution model, it is entirely possible to speak 
of ‘expectations' in terms of the individual's perceptions of 
what is required in order that he might fill the roles to which 
he has been assigned or to which he sees himself as having been 
assigned. In this sense his expectations provide standards of measure- 
ment with which evaluations are made. Conflict arises when his 
evaluations result in a perceived incongruence. Subsequently, 
satisfaction or dissatisfaction may develop. 

Concerned with the same problem Argyris (1957) began his 
discussion with an analysis of the human personality and suggested 
that each individual possesses a certain degree of energy of differing 
kinds. Furthermore, he expressed the belief that the individual's 
energy is located or emanates from need systems. (Argyris, 1957: 27) 
Other writers, both before and after, have referred to these need 
systems in one manner or another - motives, needs, desires, attitudes, 
values. For the present, however, it is sufficient to accept the 
postulate that individuals do possess ‘needs' (particular to this 
study reference should be made to values or preferences) and it is 
the non-fulfillment of these needs that results in actions or 
consequences of some importance. 

Subsequently, Argyris (1964) wrote at length on the 
individual-organization relationship and in discussing the reality 


of the incongruency in this relationship cited research involving 
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scientists which illustrated clearly that in a great percentage of 
cases the individuals were desirous of more opportunities for 
their perceived needs. 
He also suggested that the energy (psychological 
energy) of individuals available to organizations is dependent upon 
“opportunities for work in which the individual is able to define 
his immediate goals, define his own path to these goals, relate these 
EO Ne G0alsvO1latne Ordanizdtione..., \Ardyyis., 1904; 34), It is in 
this sense that he specified the source of conflict between the 
individual and the organization: 
The formal organization...and the administrative control 
system typically used in complex formal organizations 
may be viewed as part of a grand strategy to organize 
human effort to achieve specific objectives....The 
strategy creates a complex of organizational demands that 
tend to require individuals to experience dependence and 
submissiveness and to utilize few of their relatively 
peripheral abilities. (Argyris, 1964: 58) 
In other words, what the individual perceives as valuable in his work 
experience is often not achieved due to the more over-riding effects 
of the organization, its structure and functioning. 
The concern about how a person feels about his job and how 
he reacts in light of these feelings has stimulated a great deal of 
research on job attitudes. Within the general area of job attitudes 
the concept of job satisfaction has become prominent as a concept 
that depicts an individual's relationship with an organization and it 


is the concept of job satisfaction that is the particular concern of 


this study. 


II - JOB SATISFACTION 


Concept of Job Satisfaction 
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Job satisfaction, as a facet of job attitudes, has been 
defined in numerous ways: 


... feelings or affective responses to facets of the 
situation (Smith, Kendall, and Hulin, 1969: 6) 


...job satisfaction was defined as essentially an 
attitude -- a feeling towards objects or persons. 
(Johnson and Weiss, 1971: 9) 

Job satisfaction: that condition of the human 
organism that exists so he may say that he is 

content with his job. (Barrett, 1969: 47) 

...Job satisfaction is a species of affect or hedonic 
tone, for wnich the stimuli are events or conditions 
experienced in connection with jobs or occupations. 
(Katzell, 1964: 342) 

...satisfaction is defined as the extent to which 
rewards actually received meet or exceed the 
perceived equitable level of rewards. (Porter and 
Lawler, 1968: 31) 

Job satisfaction is the pleasurable emotional state 
resulting from the appraisal of one's job as achieving 
or facilitating the achievement of one's job values. 
(Locke, 1969: 316) 

The above definitions range from being very simplistic in 
nature (feelings toward the situation) to being more complex 
(encompassing the concept of values, preferences, evaluations). A 
review of research literature logically reflects this simple-to-complex 
trend. 

Determinants of Job Satisfaction 

Early research and much of the contemporary research on job 
satisfaction has been centered in the industrial setting. One of the 
most extensive reviews of the literature concerning this research 
up to 1964 was presented by Vroom in Work and Motivation. (1964) 

A major section of Vroom's publication dealt with the determinants of 


job satisfaction and as such deserves attention at this point. 
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Generally, by way of interview or questionnaire, employees 
(primarily in industrial settings) had been asked to indicate whether 
they liked or disliked aspects of their jobs. From the mass of 
research using these techniques Vroom (1964) summarized a number of 
work variables that had been thought to affect job satisfaction 
among workers as discovered by the use of factor analysis methods of 
varying types. He suggested that the more common factors emerging 
from such studies were the following: attitudes toward the company 
and its management; promotional opportunities; the content of the 
job; supervision; financial rewards; working conditions; and co-workers. 
(Vroom, 1964: 102-103) 

Other authors found similar general factors which they 
believe are associated with job satisfaction. In a summary article, 
Burke (1966) reviewed fourteen different studies which were carried 
out between 1963 and 1966 and which used factor analysis methods as 
part of the investigation. The results of this review pointed to the 
fact that investigators defined as many as six different factors in 
the work environment that seemed to affect satisfaction levels. 

Hinrichs (1968), after factor analysing his data, described 
nine factors that emerged from his study (based on a 250 item 
questionnaire): intrinsic challenge of the work itself; demands of 
the work; immediate manager; pay factor; future advancement; company 
in general; interpersonal Si ponients work obstacles; and job security. 

Job satisfaction among individuals in an educational setting 
has also received similar attention -- that is, the use of factor 
analysis has been prevalent in determining general correlates of 


job satisfaction. Major areas of dissatisfaction included salaries, 
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poor human relations among the staff, inadequate buildings and 
equipment, high teaching load, training inadequacies, large classes, 
expressions of personal inadequacies, lack of time for certain 
professional duties, and low status of the profession in society. 
(Rudd and Wiseman, 1962: 275) 

In more general terms, and at an earlier date, Chase (1951) 
spoke of four general factors affecting teacher satisfaction: personal 
factors (sex, age), leadership factors, professional responsibility 
factors, and factors related to working conditions. 

In a study which compared the satisfaction of Australian 
teachers in Canadian and Australian situations Holdaway (1971) 
outlined five general factors which seemed to be prevalent: relations 
with authority, working conditions, salary, relations with staff and 
pupils, study opportunity. These five general factors emerged after 
factor analysis of eighteen job-specific factors. 

Vroom (1964) has also indicated that the majority of early 
studies attempted to determine causation of satisfaction by using 
only two measures: 1) report of the extent of satisfaction, and 2) 
the characteristics of work roles and work environment. (1964: 159) 
He further suggested that: 

One of the problems confronting the industrial 
psychologist is to account for the fact that people 
differ in the extent to which they report satisfaction 
with their jobs. It is typically assumed that the 
explanation of these differences lies in the nature of 
the jobs which these people perform. They express 
different amounts of job satisfaction because they have 
different supervisors, or different co-workers, because 
they work for different companies, or because they have 
different duties. (Vroom, 1964: 104-105) 


As a consequence of this limited approach, ‘personality mechanisms’ 


were ignored and conflicting results were found rather consistently. 


ws saith 51h abit the cen a i) 
P i. Ve 
, _seaeatllo ‘optst _2orssnpabunt gnintsay pot ‘aa je 


‘ ‘es Ls nad 
- arpa 199 TOF sigit Vo toatl, . apronupabent 1 
_etorso2 at tee tong aH3 TO 2us6)2-WOF BNE a 
~~ 7 7 
7 ; 
“oN 5 _ (ehS 5 -Sagt . Veit 


> (raat ania ,4266 Yofinss ie 36-005 aries taal 


ie | ¥ 
- ‘ > - er ee 2 eee 
“feaersq eahieeabetin? orloaa? DAFIRSTTS 2yosoet Tovanag 4 
he a 7 = ‘ ’ 7 
UItTidieno reay fenotasstor 2103981 grdorshset, (apa 
- j i ei ' 
‘ ator Ftbnew patio’ 60° Gerarey Fal ae ha 2703 
ai ; ’ 
i ; ¥ _* 7 
7 nerieyeuA to norissyetssae sit HwaevedM 4 iw tt bude wat 7 
({Vem vawsbiod enottsutee sr levseva BAG nothene, iit rr arta : 3 : 


2norisis) .3naleveyq sd. ot bomose, rotdw! 210t56F oer at 
— 


4 bg aA 
— = hue he 6) a : : of, - | " * t : @ lw 2 
BRS Prese Na engcrmisisy ,VIbtSe.,.enorgr ono) Oni WOW Y a WR AD . 


"sits bsptons eioisst fovarep svi t sgatl- .eftpuer OHO yee «2 E tqug 
.21os5sTt afttasd2-dol mestdbts to 2 dates 


. _ o- —, ve r sh a * — wate 7 pane cod 
i ths TO VI ryUUD her | OF 4 AP, DS: o.7 t Ge 16. 25H 4 , JE pf fa al 
hoe \ 


ey oirel Ye Nokissterise to noriseiss snfnistss ot b53 rnsate @ ss thu jd 


ie . — ss 7 — + oe eg 
, i: br . fle 32 Pei a } ae J VUies + 
< i 
= +; A> a va 2? 
(Get Or | ) J Sat Avil TOW DiTé eviVt ' TQ 7) 
r 


- 


‘ 
4 pol 
; ; “tend badd 


[sfyteubat ont pnitinovtnox analdovyp oad ta ai 
6fg0sq 3603. 295% si-107, Jnued0b of 27 se reofod 420 a 
norsonteripe Iyeost yet dpi dw od tns30s od) 9h eee 
: : ant -Jenr bsavees Vl} istavi’ et sf eeu I9C, rE BY iF. he 


. FO Shuten, st At e301) 29079751 TEO Saas 46 vl ssa i 
h TOF ed _mestgys yaaT  .oroiteg afiogse oeadg tory! abot 
’ SYN VSN Senses Nol soviet jae ABT t9 cess 
ual” Orie 4an). 3 bigwh> . (naieters cir 

API A NaOWAbS. Tneetyth 15 «ave! vitan pis 
yo) | SWE ST ta A, Zar heques ii ib oe ow Vs ; 
_ . 60! - POT. Peel moos) 32BG ib ora? rh 
vi be <r mae ; Al 7s 
- tnedasn NoELe Per pos bat tnt -2kit %o.ae 

i ie : 
Inedatenos ae ~— ons = ues ni patsael (treo be 


ie 


22 


It is the latter concern for the individual and his values (preferences) 
that has particular relevance to the present study and therefore 

will be dealt with more thoroughly. 

Herzberg's Motivator-Hygiene Theory 

A major stimulus to research in the area of job satisfaction 
has been the work of Herzberg et. al. and their publication of 
Motivation To Work. (1959) The motivator-hygiene theory was explained 
as a theory suggesting job factors could be divided into two classifi- 
cations -- satisfiers and dissatisfiers. 

The principle hypothesis of the theory is that job 
content elements such as responsibility, advancement, 
recognition, achievement, growth opportunities, and 
the work itself account for variance in job satisfaction 
and job motivation. The context elements such as 
company policy and administration, supervisory relationships, 
salary, and working conditions are determinants of job 
dissatisfaction." (Wolford, 1971: 501) 
In other words it was suggested that one set of work environment 
factors was responsible for satisfaction or no satisfaction, and 
another set of factors was responsible for dissatisfaction or no 
dissatisfaction; no one factor could be responsible for both 
satisfaction and dissatisfaction. 

Herzberg (1959) completed his research using the critical 
incident technique. His approach, by interview, was to ask the 
individual to think of a time when he was greatly satisfied or 
greatly dissatisfied with his job, and subsequently the respondent 
was asked to report the factor that he thought was responsible for 
the feeling at that time. 

The ensuing research instigated by Herzberg's work has been 


inconclusive in so far as proving or disproving the two-factor theory 


noted above. This has partly been due to a difference in methodologies -- 
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interview and critical incident versus questionnaire. A number of 
studies using the questionnaire technique found no support for 
Herzberg's two-factor theory. (Hulin and Smith, 1967; Graen, 1968; 
Waters and Waters, 1969; Wolf, 1967; Lindsay, Marks and Gorlow, 1967) 
Other studies using Herzberg's critical incident and interview 
technique have demonstrated at least partial support for his theory. 
(Friedlander, 1964; Wernimont, 1966; Sergiovanni, 1967) 

More recently extensive literature reviews and analysis have 
emphasized the inconclusive nature of the two-factor theory research. 
House and Wigdor (1967) reviewed a considerable number of research 
projects directly pancerncd with Herzberg's two-factor theory. After 
presenting criticisms of methodology used they were led to the 
conclusion that "...the two-factor theory is an oversimplification 
of the relationships between motivation and satisfaction, and the 
sources of job satisfaction and dissatisfaction." (House and Wigdor, 
1967: 387) At the same time Whitsett and Winslow (1967) took the 
opposing view and offered a review of the literature which showed 
support for the two-factor theory and condemned the critics of the 
theory on the basis that the theory was being misinterpreted and was 
being credited with assumptions not intended by the original proponents 
of the theory. Each of the above pairs of authors offered rebuttals 
(Winslow and Whitsett, 1968; House and Wigdor, 1968) with neither 
bending toward the other's view. House and Wigdor voluntarily 
terminated the debate by suggesting: "Until there are new data based 
on experimental methodology, it is our conviction that continued 
controversy will serve no useful purpose." (1968: 62) 


More recently, negative criticism against the two-factor 
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theory has been renewed. In terms of the different effects of 
motivators and hygienes King (1970: 19) outlined five versions of the 
two-factor theory and by reviewing and analysing previous research 
reports came to the conclusion that none of the five versions were 
deserving of support. Based on King's (1970) work, Waters and Waters 
(1972) empirically tested the five versions of the two-factor theory 
using a sample of female clerical workers. On the basis of correlational 
data provided by questionnaire research Waters and Waters concluded 
that for their female sample "...the two-factor theories were not 
supported by data obtained by methods other than critical incident or 
subject-coded procedures." (1972: 23) King suggested that if the two- 
factor hypothesis were valid, results would be consistent regardless 
of methodology. This would seem not to be the case. 

However, many studies have been consistent in suggesting that 
certain factors (intrinsic factors -- responsibility; advancement; 
recognition; achievement) were more important in producing both 
satisfaction and dissatisfaction than were other factors (extrinsic 
factors -- policy; salary; hours of work). (Friedlander, 1964; 
Wernimont, 1966; Starcevich, 1972; Burke, 1966) 

In an analysis of methodology Schneider and Locke (1971) 
suggested that biases in the incident classification system used 
by Herzberg left the theory vulnerable to criticism. It was their 
contention that no differentiation (in terms of reporting incidents 
by respondents) was made between events and agents. (1971: 442) 
Schneider and Locke subsequently structured research to account for 
this difference and concluded: "When a more logical system is used, 


it is found that the same categories of events are judged to lead to 
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both good and bad days on the job." (1971: 454) This is consistent 

with previous findings which have indicated that factors are responsible 
for both satisfaction and dissatisfaction. This in turn supports the 
contention that a single satisfaction-dissatisfaction continuous scale 
is needed for the measurement of satisfaction and dissatisfaction. 

Further criticism of the two-factor theory has been presented 
by Smith and Cranny in the following comment: "Another serious 
criticism of the two-factor theory studies has been the failure of 
the theory to take into account either individual or situational 
variables which might alter the relationships of rewards and attitudes." 
(1968: 473) 

Finally, research using Herzberg's approach to the two-factor 
theory has been questioned in terms of its usefulness. "Any study 
which measures only satisfaction with individual job factors is not 
relevant for without measures of overall job satisfaction and 
dissatisfaction, the relative contribution of individual factors to the 
overall measures cannot be determined." (King, 1970: 24) Ewen (1964) 


also criticized Herzberg's approach for the same reason. 


III - DEVELOPMENT OF A DISCREPANCY MODEL 


Role Theory in Organizational Research 
In their publication The Social Psychology of Organizations 


Katz and Kahn (1966) spent considerable time discussing role theory 
as it applied to organizational behavior. They stated that role 
behavior referred to the recurring actions of an individual and it is 
role expectations, created by the environment and the people in the 


environment, that help define and clarify an individual's role and 
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role related behavior. (1966: 174) They further suggested that role 
expectations are not just those defined by the formal organization. 
In fact, it may be reasonable to expect an individual's perceived 
role expectations to be in conflict with what has actually been stated 
by the organization hierarchy as expectations for that role. 
The objective organization and the psychological 
organization of a person may or may not be congruent, 
depending on his ability and opportunity to perceive 
organizational reality. Thus for each individual in an 
organization there is not only a sent role, consisting of 
the influential and communicative acts of the members 
of his role set, there is also a received role, consisting 
of his perceptions and cognitions of what was sent. (Katz 
and Kahn, 1966: 177) 
It is the received role...which is the immediate 
influence on his behavior and the immediate source of 
his motivation for role performance. (Katz and Kahn, 
1966: 177) 
In other words, it is the individual's perception of reality (for a 
multitude of environmental aspects) which instigates a behavioral 
reaction on his part. There seems to be no reason why the individual's 
reaction to his perceptions of reality might not be attitudinal in 
nature as well as behavior oriented. 

Furthermore, an individual's expectations of role behavior 
will lead to a set of expectations concerning the conditions necessary 
for his role performance and a set of expectations concerning the 
results (reward, outcomes) of role performance. In essence the 
individual becomes a " 'self-sender', that is, a role sender to 
himself." (Katz and Kahn, 1966: 178) 

When such sets of expectations are taken into a work environment 


there will ultimately be an evaluation process conducted by the individual 


to determine the extent to which the situation or environment 
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(organization) is providing for the attainment of the expectations. 
The evaluation process then provides a perceived discrepancy between 
expectancy (preference) and what exists. The resultant attitudinal 
reaction may be measured as satisfaction or dissatisfaction on the 
basis of an individual's perception of the size of the discrepancy 
between the perception of reality (received role) and his own preference 
or expectation with respect to a great many aspects of the work 
environment. "The discrepancy score is the difference between the 
respondent's statement of what should be...and his perception of what 
actually is...." (Corwin, 1961: 610) 

In terms of the present study support is found with reference 
to what Lichtmanand Hunt have described as the personalistic approach 
to analysing the individual-organization relationship. They suggest: 
"the general assumption or the personalistic view is that people react 
to their organization on the basis of their perceptions of it. These 
perceptions are based on people's needs, motives, and values." 
(Lictman and Hunt, 1971: 279) 

In view of the foregoing comment, it is important to note that 
the major concern is not that of defining people's needs, motives, and 
values, but the major concern initially must be the descriptive task 
of describing people's reactions to the work situation in terms of 
their perceptions of it and in terms of their expectations for the 
situation. That is, for any one aspect of the work situation an 
individual will have expectations -- for example, expectations of what 
amount of time or money should be available for the task to be 
performed, or expectations of the rewards available from the 


performance of the task -- and he will also hold perceptions as to 
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how closely the reality of the situation approximates his expectations. 
Katz and Kahn (1966) also discussed role conflict and role 
overload. In terms of role conflict they have suggested intersender 
conflict exists when "expectations sent from one sender are in 
conflict with those from one or more other senders." (Katz and Kahn, 
1966: 184-185) In terms of the present study ‘senders' may be 
considered to be such abstract or concrete stimuli emanating from 
role sets such as coaching, community involvement, research and 
teaching. This is consistent with Katz and Kahn's suggestion that 
the source of sent roles can be found in the systematic properties 
of the organization as a whole and the subsystems of the organization. 
(1966: 191) In the case of professionals there is a likelihood that 
expectations concerning roles will be ‘sent' by the individual's 
occupational group. (Scott, 1966: 272) In other words, the organization 
or some other stimulus creates expectations about what an individual's 
involvement in each of these areas of work should be. If in his 
perception of these multiple roles he sees too many over-demanding 
expectations then conflict may become severe and reduce satisfaction. 
"Dissatisfaction is the result of frustrated expectations." (Leavitt 
and Bass, 1964: 376) 
In a similar sense role overload could be a problem-producing 

phenomena: 

Overload is typically encountered as a kind of 

intersender conflict in which the sent expectations of 

various members of the role set are legitimate and 

not logically incompatible. The focal person, however 

finds that he cannot complete all of the tasks urged on 

him by various people in the stipulated time limits and 

requirements of quality. He is likely to experience 


overload as a conflict of priorities or as a conflict 
between quality and quantity. (Katz and Kahn, 1966: 185) 
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To the extent that roles involve expectations and to the extent that 
any one individual may be required to perform several work roles 

at a time (Lictman and Hunt, 1971: 289) one might assume there are 
also expectations of effort needed to perform roles adequately. 

These expectations might be compounded with certain conceptions of 
the importance of each role. This would seem to be consistent with 
Cyert and March (1963: 116) who have suggested organizational 

roles are the principal sources of conflict between individuals and 
organizations. In general, the implication is that perceived overload 
will lead to dissatisfaction or at least a reduction in satisfaction. 
This position is consistent with several other authors. (Grace, 1955; 


Rizzo, House, and Lirtzman, 1970; Kahn et. al., 1964) 


Research and the Discrepancy Model 


A number of research projects on job satisfaction have had 
as their basis the discrepancy model. McCarrey and Edwards prefaced 
their project with research biologists by stating job satisfaction 
was the result of interaction between: "(a) the extent to which a 
goal object was provided and (b) its perceived importance to the 
individual." (1972: 271) In this case the extent to which the goal 
object was present was a function of the individual's perception 
of his work environment. 

Katzell (1964) provided a thorough theoretical framework for 
his discussion of job satisfaction by using the concept of ‘adaptation 
level' and 'frame of reference.' He initiated his remarks by 
suggesting the degree of job satisfaction was attributable to 


differences in stimuli and differences in the incumbents. (1964: 342) 
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A way of making a person's frame of reference operational 
is to determine what magnitude of a stimulus evokes a 
neutral or indifferent response; this stimulus magnitude 
is termed the adaptation level. The feeling or affective 
response evoked is, according to this view, directly 
proportional to the discrepancy between the stimulus and 
its corresponding adaptation level, and inversely 
proportional to the adaptation level. (Katzell, 1964: 342) 
Two things of importance evolve from the above statement. Firstly, 
it is directly stated that the size of the discrepancy is related to 
the size of the affective response. In terms of satisfaction or 
dissatisfaction (as the affective response) the strength of these 
responses vary directly according to the size of the discrepancy 
between the stimulus object or event (as perceived by the individual) 
and the individual's adaptation level. 

Secondly, Katzell's approach can be interrreted to mean 
that a stimulus could be perceived as being greater or lesser than 
the adaptation level. Subsequently, the need for a continuous bi-polar 
scale (satisfied to dissatisfied) becomes apparent in order to measure 
the affective response. 

As a result of multivariate research with professional 
engineers designed to clarify the confusing picture of job satisfaction 
resulting from the Herzberg two-factor theory, and not directly 
related to the testing of a particular ‘discrepancy model', Wood and 
LeBold suggested the "relationship between overall satisfaction and 
specific job attitudes may be dependent, in part, on the discrepancy 
between what a person values and what characterizes his job." 

(1970: 179) The latter part of their comment could be interpreted 


as meaning what characterizes the job in reality, not what characterizes 


the job according to the individual's own perceptions. If such was 


_ 


m 


1o 


[sagt raeage, sane te my 


aoe 20 wi ae ee & To 


% 


ogy? 2 ne294 6 pres 
sburt Frc. bah ated 


" iad = a] bar I 
rte ew hu be 2 voahoheet yi rat OA 
"get dastie yO pottsey sit .lovat_ nmisegy Hoe, > 
. o cathy , >) 
Vidsetts prs v zh , Onioanwe et 7 
bn eu hat te ant neawial -vancgamnero. 9nd of [orataye 
: F i oe oe Ss f - i zt +e yt vy 123° 4 AD): vd "® 
pa27svii. O85 : ; > 
(SHE eane T fasts) ) ; ave i ane 3s’ OF Cand SP agoxa 7 
os ls * by ah ry m > Q [r S 2 1G4* ty ay to eon 
NSSATA .dnematste syod6: snd mot SVIOVe SONbIOGIT “Eee See 
od hatits at yvonposisetb: ado To Ssre ans Jem ystate vfsomn 
qo notdostetiee to emvet nl .s2nddesy SvrIoS es st 70 aah ong 
s2643. to gon ans | i. ri26tito sng 26) wigan sae 
f4 : : “on. 
MHASVOPTH a 45 a7. 03 5 {O9DS y[joarib untey jie. oa 
A es 
. —_ 
(fsabrvi aif baviraorsG; 25) 3n9ve No Jo9Lve eu ute aft sews 1] 
x ” hed 
notistashs 2’ Tsub iv7bat © 
, - : 
) oa ry | 
negn.o}. bassiquszinr oo 63 GGG. 2° 4 19S9G7 cc oe 
aa 
4 coe. , vet gay afad 2 bY Faas | blueo eety yal 2s 35 
5 foq- R07 t basa Gris ceiu2 4. 1Svet nofsdqabe 9 
; rn 
Ag 
aH 1-0]. ISENO | ja cS mh tipeziteot Berq jatrez) st Se 
‘a 
ty .s2n0ote3sY via yf 
7 es 
? fanofz29to 1q fii 64 ri Tum 
notsoetetsse dof, to aus: 3 2 [5 
\ arch Jon DNs . : = 4 : 
baa hp . ’ I 3 i) Vv HG f : ts) I V80 it, 
bs NOrtostefise | le Svo, nsewisd qidenorsels" 
(S060 9TO rb sit To . 2 fy] 3 igs 80. Yom PECIST ER f Oc 671 
a) a bel <> — e 4 ~~ — ; i as . 
t - YOL <2Ifi 29515006165 iw bos. 2SuTayv’ noeysg 5 terw neaw ” 
» oan a > oe } r — - - - 2 P. ~ si 7 a be 
7 basayqisint sd bluoa-Inatnes visly To tveq y9I96) sib Ce 
assTyedss76io Jerlw son .vitlasy at dot edd 2 Petey dit unte 
aa 
” . . 7 
eby Woue T1 =. enottqeosg nwo 2| Teubtvebat. ait 0 eae 
nd ‘ 
ene o x “e 
~ © ’ r] 
_- rt y 
oe ; ; 7 
7 aa 488 ait _ rr. ae " & - 


3] 


the case it would be somewhat contradictory to previously cited 
authors. Larson and Owens (1970: 40 ) pointed to the same possibility 
at an earlier date. The analysis of data concerning biographical 
variables and satisfaction and importance ratings led them to suggest 
such individual characteristics as expectations should be considered. 
This, of course, is consistent with previous implications that stated 
expectations evoke evaluations and ultimately these result in 
discrepancy perceptions. 

Using slightly different terminology Miller (1970: 262) 
investigated job attitudes in terms of the satisfaction of psychological 
characteristics. He defined dissatisfaction as need fulfillment 
deficiency without investigating the relationship between satisfaction 
and deficiency, and without providing a literature review to support 
his thesis. The concept of discrepancy seems to have been a priori 
knowledge to him. | 

As early as 1964 Vroom, on the basis of cognitive psychology 
theory, described his concept of 'valence'. Prefacing his comments 
with the assumption that "...a person has preferences about outcomes 
or states of nature," (Vroom, 1964: 15) Vroom subsequently suggested 
‘valence’ referred to affective orientations toward outcomes -- these 
affective orientations being able to take either positive or 
negative values of varying degrees. (1964: 15) He further expressed 
the belief that 'valence' (anticipated satisfaction) could be 
explained by the “cognized instrumentality of the object of the attitude, 
and the intensity and nature of the affect expected...." (Vroom, 1964: 16) 

Basically what Vroom has said is that individuals have 


preferences (valences) and expectations about all aspects of their 
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environment. When these expectancies or preferences are not met there 
is an affective response -- dissatisfaction. Again, inherent in this 
theory is the implication that the attainment of expectations is 
variable which in turn means the affective response is variable. 

More recently, Smith, Kendall and Hulin (1969) have approached 
the problem-of job satisfaction on a similar basis. 

Job satisfactions are feelings of affective responses 
to facets of the situation. We hypothesize that these 
feelings are associated with a perceived difference 
between what is expected as a fair and reasonable 
return (or when the evaluation of future prospects is 
involved, what is aspired to) and what is experienced, 
in relation to the alternative available in a given 
situation. (Smith, Kendall and Hulin, 1969: 8) 

As a result of extensive preparation, evaluation (validation 
measures) and refining, Smith, Kendall and Hulin (1969) produced the 
Job Descriptive Index (JDI). For five areas of a job (work, pay, 
promotions, supervision, and co-workers) the JDI asks respondents 
to reply in the form of 'yes' or 'no' as to whether a series of 
words within each of the five general job areas is indicative of his 
present job. The information provided by these responses is used to 
infer satisfaction or dissatisfaction on the basis of stated 
differences. 

It is important to note that the method described above 
makes no provision for the respondent to indicate the degree 
or extent to which the descriptive word parallels the characteristic 
of his job. For example, the respondent is asked to say 'yes' or 'no' 


to the question which asks whether his work is routine. It may be 


reasonable to assume one's work is routine in one sense and not 
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routine in another. If so, a simple 'yes' or 'no' may not be an accurate 


enough assessment of the individual's perceptions. 
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Locke's Discrepancy Model 


Of particular importance to the present study is the material 
presented by Locke. (1969) Initially, as a reaction to previous 
research Locke stated: "Previous investigators had failed to 
differentiate between evaluations and descriptions of the job when 
composing questions to measure job satisfaction...." (1969: 313) 

It is his belief that satisfaction or dissatisfaction is an emotional 
response which results from an evaluation of whether one's values or 
likes are being met. The evaluation process contains three elements: 

"1) the perception of some aspect of the job;...2) an implicit or 
explicit value standard; and 3) a conscious or sub-conscious judgement 

of the relationship between (eg. discrepancy between) one's perception(s) 
and one's value(s)." (Locke, 1969: 317) This results in what Locke 

has described as a value-percept discrepancy. For the purpose of 

the present study ‘value' has been deemed analogous to 'preference' 

as was previously stated in the section Definition of Terms. 

In addition Locke (1969) presented several studies which 
were designed to test the theory that value-percept discrepancy (and 
variable degrees of this discrepancy) was a useful tool for the 
prediction of job satisfaction. For the initial study correlations 
were calculated between direct reports of discrepancy size and 
satisfaction levels on eight job aspects. The respondents were 
making such evaluations on their last summer job. The mean between- 
subject correlation was minus .61. In a second study respondents 
were asked to give ratings on satisfaction levels, what they thought 
they were getting, and what they thought they should get in ten 


aspects of their last summer job. Similar correlations were calculated 
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and a mean between-subject correlation of minus .81 was found. 

The data in the above studies was re-analysed on the basis 
of intraindividual correlations between discrepancies and satisfaction 
levels in order to hopefully account for individual differences 
without really classifying individuals as high or low on such traits 
as ‘achievement orientation' as has been done in the past. (Wolf, 1970; 
Landy, 1971) The results of this procedure were somewhat more 
consistent with correlation coefficients of minus .76 and minus .72 
appearing. 

In view of the fact that these two studies referred to 
by Locke (1969) were based on students reminiscing on past jobs 
and being presented with only a minor number of job aspects, it was 
deemed suitable and worthwhile to attempt by the present study to test 
Locke's theories on respondents who were presently involved in 
permanent jobs. It was further decided to investigate a considerably 


greater number of job aspects. 


IV - TASK EXPERIENCE AND ATTITUDES 

A review of material presented by Breer and Locke (1965) on 
the effects of task experience on attitudes is relevant for the 
inclusion of biographical and demographic variables as they relate 
to satisfaction and dissatisfaction. Very briefly, their theory 
stated that in any task situation an individual plays a role in 
determining the specific patterns of rewards and punishments to which 
the individual can be expected to respond. On the basis of many 
cognitions the individual hypothesizes the most effective way of 
performing the task in order to obtain the rewards. The rewards and 


punishments subsequently lead the individual to repeat or extinguish 
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certain behaviors. 

In reference to the present study Breer and Locke's ideas 
would suggest that individuals who have participated as a staff 
member in a particular organization for a lengthy period of time will 
have accommodated and adjusted to the system of rewards. This may be 
true of the university atmosphere in general. If in fact this is true, 
one might expect a lesser degree of 'value-percept' or ‘actual-preferred' 
discrepancy and subsequently a higher level of satisfaction for those 
who have had a longer tenure in a particular university or in the 
university atmosphere in general. 

Breer and Locke's (1965) postulations might be integrated with 
postulations on the consequences that might appear if the system of 
rewards and punishments changed, particularly with reference to those 
individuals who have had tenure in the organization for a lengthy 
period of time. Such an outcome might take place with the change in 


directorship. 


V - BIOGRAPHICAL AND DEMOGRAPHIC 
VARIABLES AND SATISFACTION 

Age has often been studied as a factor in job satisfaction. 
Generally satisfaction has been found to increase aS age increases. 
Okonkwo (1966: iv) and Karolat (1971: iii-iv) found evidence to support 
this. Salek and Otis (1964: 429) also found supporting evidence, but 
suggested satisfaction decreased during the terminal period of 
employment. One might also anticipate that age will correlate highly 
with other biographical variables -- degrees held, years of university 
employment, academic rank held, tenure. With particular reference to 


tenure, Smith and Cranny (1968: 479) have suggested this would hold true. 
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Similarily, satisfaction has been found to vary with sex, 
however, the results of the studies seem to be conflicting. Ina 
Study of plant workers Hulin and Smith (1964: 91) found evidence that 
suggested females were less satisfied with their jobs than their 
male counterparts. On the other hand, Karolat (1971: iii-iv) and 
Okonkwo (1966: iv) both studied groups of teachers and found that 
satisfaction levels tended to be higher for females than males. 
Finally, in a study of job satisfaction in Ontario universities 
Daniel (1971: 179-182) investigated such variables as years of service, 
age, sex, tenure, number of degrees, academic rank, and their relation 
to satisfaction. No relationship existed between satisfaction and age 
or years of service. Tenure, academic rank, number of degrees possessed 


did relate positively to satisfaction. 
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CHAPTER IIT 


METHODOLOGY 


This chapter is designed to present the research hypotheses 
and then to discuss the development of the instrument, operational 
definitions of concepts being measured, sample selection, administrative 


procedures, and statistical analysis procedures. 


I - HYPOTHESES 

A series of research hypotheses have been stated on the basis 
of the review of literature and have been stated in the 'null' form 
rather than in the ‘alternative’ form. The rationale for the use of 
the null hypothesis form is derived from several sources which all 
agree with this convention. (Edwards, 1950: 88; Siegel, 1956: 7; 
Winer, 1962: 11; Myers, 1966: 24; Lathrop, 1969: 113; Kerlinger, 1969: 
174; Isaac, 1971: 142) 


A. Hypotheses Derived From the Concept of a Discrepancy Model 
Hypothesis One: Self-reported levels of satisfaction 


will not be significantly related to the extent of discrepancy 
between what one prefers and what one sees as existing for each of 
the fifty-one job aspects. 
Hypothesis Two: Self-reported levels of satisfaction 
will not be significantly related to the extent of discrepancy between 
what one prefers and what one perceives his employer preferring for 


each of the fifty-one job aspects. 


B. Hypotheses Derived From the Concept of an Overall Measure 


of Satisfaction 
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Hypotnesi oalnvecsmeoe|t-reported levels .of satisfaction 
with the job as a whole will not be significantly related to self- 
reported levels of satisfaction for each of the fifty-one job aspects. 

Hypothesis Four: Self-reported level of satisfaction 
with each of the four general work areas (coaching, community involve- 
ment, research, and teaching) will not be significantly related to 
self-reported levels of satisfaction with specific work aspects 
within the respective general work area. 

Hypothesis Five: Self-reported level of satisfaction with 
the job as a whole will not be significantly related to self-reported 


levels of satisfaction with each of the four general work areas. 


C. Hypotheses Derived From Review of the Literature on 


Biographic and Demographic Variables 
Hypothesis Six: Self-reported levels of satisfaction will 


not be significantly related to the various selected demographic and 
biographic variables listed below. 

1) size of the institution 

2) years as chief administrator in present position 

3) respondent's years of employment in universities 
while holding academic rank 

4) holding of tenure 

5) age 

6) sex 

7) academic rank level 

Hypothesis Seven: Self-reported discrepancy levels between 

what one prefers and what one sees as existing will not be significantly 


related to: 
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1) size of the institution 

2) years as chief administrator in present position 

3) respondent's years of employment in university 
while holding academic rank 

4) holding of tenure 

5) age 

6)ersex 


7) academic rank held 


II - THE RESEARCH INSTRUMENTS 


Two questionnaires were developed by the investigator. 
A. The CHIEF ADMINISTRATOR'S QUESTIONNAIRE. This questionnaire 
(Appendix C) was designed to obtain information on the demographic 
variables for each institution surveyed. The last question of the 
single-page questionnaire was included in order to obtain an 
indication of the importance to the four general areas of work by the 
chief administrator. 
B. The WORK ENVIRONMENT QUESTIONNAIRE. This questionnaire (Appendix B) 
was designed to elicit responses from full-time academic staff 
members to questions in five general areas of concern: 1) biographical 
information (age, sex, degrees held, years of experience, tenure held, 
academic rank, area of academic interest, responsibilities held); 
2) levels of importance and satisfaction for the four general areas 
of work (coaching, community involvement, research, teaching; 3) levels 


of satisfaction for fifty-one specific work environment aspects; 
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4) preferred-perceived discrepancy levels for fifty-one specific work 
environment aspects; 5) employer-employee discrepancy levels for fifty- 
one specific work environment aspects. 
Rationale for Item Selection 

In reference to items selected for inclusion in the Chief 
Administrator Questionnaire, questions 1 and 2 were justified on the 
basis of Breer and Locke's discussion of task experience which suggested 
Organization members adapt to an organization's system of rewards and 
punishments (1965). It seems logical to postulate that the number 
of years an organization has been in existence and the length of time 
as chief administrator might affect the stability of the system of 
rewards and punishment. Subsequently such variables may affect 
satisfaction and dissatisfaction. 

Questions 3, 4, 5 and 6 were designed to obtain information 
which is associated, either directly or indirectly, with the size 
of an organization. Indik (1967) presented information and theoretical 
formulations which suggested that size may be related to attitudes 
toward the organization. As satisfaction-dissatisfaction has been 
termed an attitudinal reaction size of the organization as a demographic 
variable may be considered as an important factor. 

Finally, question 7 was included in order to obtain an 
indication of the importance attached to each of the four general 
work areas (coaching, community involvement, research, and teaching) 
by the chief administrator of each physical education institution. 
This was done in order to do a pilot investigation on the congruency 
of such importance ratings between administrator and staff. As a 


result two similar questions were included in the WORK ENVIRONMENT 


Ac) . on tol 


a 


7H ant) at aoheutsi j 


ott no bottiteut, o1ew 
“ 


4 


nae doPiw somehsqx 


: ibhutia* 
ne 2byawes Yo meveve 2° norys 
. : 
i» jh vee + so» 4 — 
Sonn ay 7609 SIS) co 
’ ; 
} 4 ‘ 
bar e) to nya 5 (ig Me I 
Yr ari Sa $ > 
70 itt V2 ar 70" | GS 
SRE 6 ven 29) i 
> 4 ae 4 ¥ ~ 
orden GG ‘O02 De! 
gsiz [ ry 
. 
163) PS io ( & fT - r 
J aay a ‘4 = es | ¢ c 
- ws J Ce We = i 
? 
n ‘ '- ? - 
> . - 7 a one | , d 
a igh 7 | i} ] ec) 
-) 
= Law) 
ng 1 wivt' a 3} oO of 
fy ac 7 + ; = AsES 
7 Pil i . * 5 + 
1 i; a € .. i} 
/ : MotrurFoent qo(asasubs | 
. 
* \ nai NOR? yy 4 mo fi i Aoi 2g 
t . ; Pad - 
é 
> 5 a At ate f in 136%, 
: 5 + 
é {* ' 
7 , ,SGMiUnaty par 
7 THat MOAT " 3 ‘A ty ‘ 
_ a er per eran eee ae 
= 7 7 
= @* / : 
a 
7 ‘ - 
7 > 
& 
: — 


‘nile oie ano-ystP? 01 sfaval yanegs grt te vis o18q~ 


7 ‘wt zfavel Wo mnverseth esyatqme—ree! a 


S brs 


Pa 
iv 
a 
i 
—ii 


q? < 
ois nt bsbuisalh 97 nora »vselinte Ge 
| Ad nt bab iont saw nor seaup % fimte 


oO notezuoetb 2 


faBpTO a5 09 sashar2 saute sl 63! 


7 2 _ 
. £ snofiesuD «<< 
5 > 
‘goanth watats  bedetoedes at 
ji ‘ ~ | 
; if Pi 


“as 


- Ts" 


i = 

, 5 anno 
a . : ane ancot Fy 

r (ee - no vray s 


~ ia 7 ‘ ai 
pisega cals 


oA in 


28 InsmneivnS wR 
it jester. meth Soh 


a 
4 4% 

. : si wes 
a) , 


= 
hadoeise 2ingert of pean mics eae _ 
eau naan yetmimbA 
‘sivol Das void Ye p ete sd 
rnsyyo 
+i RET na 2tmuq 


atone 7 
ch HSp VO. te ores te 


moo 2B nots 


singig bruh bas. 2b 15i 


& 


< ‘ t pee 
ww na ta Be crt. MOTITESi Hse = pre sia 0 


5s ‘airhuaade at 


- 


eisbr2nos 5d yan sigan 
i, : - a 
NI hoat4 


nors2aup 


] 26W 4 
i eae dale Wha ak . i. | en 
DSNnI5776 Sones) egint ang ts noftes pe 
7 aaa rm 
ce it | 


sviover VirnumioS 


. oni toBO>) 25916 Bare 


“ 
x 
4 


ase 70 Sa | oe 


- 


* 


var to olfq ba ob. OT Sb10) AF ono ‘a " 


Ae : 7 ; éniiindas 
nbs Nsewied epnttet Sons 
b 


4] 


QUESTIONNAIRE in anticipation that rank order correlations might 
provide initial information on administrator-staff member perception 
congruency for the four general areas of work. 

In the WORK ENVIRONMENT QUESTIONNAIRE questions 1 through 8 
dealt with biographical information of the respondents. The inclusion 
of such items is justified on the basis of their continued inclusion 
and relevance in other studies, and particularly in view of their 
relevance to the results of Daniels (1971) study on job satisfaction 
in Ontario universities. 

Questions 9 and 10 concerning respondents importance ratings 
of the four general work areas were included to provide parallel 
information to that obtained from question 7 of the CHIEF ADMINISTRATOR'S 
QUESTIONNAIRE. 

Question 11 of the WORK ENVIRONMENT QUESTIONNAIRE requested the 
respondents to provide a global indication of satisfaction with the 
four general work areas and with the job as a whole. It was 
anticipated that this measure would allow the comparison of the 
relationship between these measures and measures of satisfaction with 
specific aspects of the work environment. 

Questions 12, 13 and 14 of the WORK ENVIRONMENT QUESTIONNAIRE 
asked three different questions about fifty-one specific aspects of 
the work environment of a full-time physical education staff member. 
The three questions concerned satisfaction levels, preferred- 
perceived discrepancy levels, and employer-employee discrepancy levels 
respectively. 

Smith, Kendall and Hulin (1969: 4), in the development of 


their JOB DESCRIPTIVE INDEX criticized questionnaire instruments 
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which included "job specific" items in view of the inability of such 
an instrument to be used across a great number of occupational 
settings. However, the inclusion of job-specific items in the 
questionnaire for the present study was done on the belief that 

such items would provide more relevant and realistic points of 
reference upon which respondents could base their perceptions 

of satisfactions, preferred-perceived discrepancies, and employer- 
employee discrepancies. 

The choice of the job-specific items within each of the ant 
general work areas was based on two things: a) job specific items 
used in previous research studies and then adapted to the university 
physical education setting, and b) job specific items which appeared 
to be important factors in the work environment of university physical 
educators. To some extent it was a process of reversing what was 
done by factor analysis, that is from general factors found in other 
studies (Burke, 1966; Hinricks, 1968; Holdaway, 1971) numerous 
specific aspects of the physical educator's work environment were 


defined. 


III - OPERATIONALIZING OF CONCEPTS 
Satisfaction-Dissatisfaction Scale 
In order to assess levels of satisfaction and dissatisfaction 
a six-point Likert-type scale was developed. Respondents were asked 
to indicate their level of satisfaction for the job as a whole, for 
each of the four general work areas, and for each of the fifty-one 
job-specific work aspects by circling the number which corresponded 


to how they felt about the item in question. The scale is shown below. 
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Very Quite Slightly Slightly Quite Very 
Satisfied Satisfied Satisfied Dissatisfied Dissatisfied Dissatisfied 


a  ——_ 


(6) (5) (4) (3) (2) (1) 


In preparation for the major study the initial version of the 
questionnaire was administered to seven sessional instructors in 
physical education at the University of Alberta. The original 
satisfaction scale was a five-point scale which labeled the scale 
midpoint as "neutral". In agreement with the results of a study on 
scale construction by Holdaway (1971) an extremely high number of 
the responses were on the mid-point ("neutral") of the scale. In 
order to prevent a possible non-committal response from respondents 
the scale was changed to a six-point scale which included the categories 
of "slightly satisfied" and "slightly dissatisfied." It was felt 
that these response categories would provide an indication of the 
direction of their attitude toward the job aspect in question. 
Discrepancy Scales 

In order to operationalize the concepts of preferred-perceived 


and employer-employee discrepancies a five-point Likert-type scale was 


developed: 
Much Less Less Than More Than Much More 
Than What What No What Than What 


I Prefer I Prefer Difference I Prefer I Prefer 


es 


Respondents were asked to indicate, by circling the appropriate 
number, their reaction to each of the fifty-one job-specific items 
insofar as the perception of preferred-perceived and employer-employee 


discrepancies were concerned. 
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In the case of the discrepancy scale the 'neutral' or 'no 
difference’ position on the scale was crucial in that Locke's (1969) 
theory suggests an indication of 'no difference’ should correspond 
to an indication of high satisfaction. 

The two response categories of "More Than What I Prefer" and 

"Much More Than What I Prefer" at first glance seemed redundant. 
In actual fact it was not expected that many respondents would choose 
one of these two categories, for the majority of work items, however, 
it was believed that the choice of such response categories would be 
appropriate for certain job-specific items. 

Two discrepancy measures were chosen in view of the inability 
to make the assumption that what actually exists is equal to what the 
employer prefers. 

Finally, again in contrast to Smith, Kendall and Hulin (1969: 4) 
it was essential to use a summated rating type scale since Locke's (1969) 
and others predictions suggested the extent of satisfaction or 
dissatisfaction was related to the size of perceived discrepancy. 

A simple "“yes-no" or "satisfied-dissatisfied" response would not 


allow for the testing of the postulations. 


IV - SAMPLE 
Respondents for the research project were solicited from 
thirty-two Canadian universities of which five were defined as French- 
speaking universities and twenty-seven as English-speaking universities. 
The choice of universities was based on whether or not a professional 
preparation program in physical education was offered at the university. 


A list of universities initially surveyed is presented in Appendix E. 
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Questionnaires were sent to full-time academic members of 
staff who had been employed in that faculty (school, department) 
before August 1, 1973. The WORK ENVIRONMENT QUESTIONNAIRE was not 
to be answered by: a) deans, directors, or chairmen, b) sessional 
instructors, c) administrative officers. 

The necessity of providing a French translation of the 
instruments resulted in the questionnaires destined for French- 
speaking universities being mailed later than the questionnaires 
directed to English-speaking universities. Shortly after the French 
questionnaires were mailed a national postal strike occurred which 
delayed the arrival of questionnaires at their initial destination. 
The arrival of the questionnaires at the French-speaking universities 
also coincided with end-of-term activities -- exams, reports, etc. 
Possibly due to these and other factors the percentage return from 
French-speaking universities was extremely low (20%). Reasoning that 
the late arrival of questionnaires due to the mail strike was a factor 
not able to be controlled, it was decided that the few responses 
from French-speaking universities be eliminated from the study. 

As a result the sample consisted of a total of 314 respondents 


from twenty-seven English-speaking universities. 


V - ADMINISTRATION OF THE QUESTIONNAIRES 


In preparation for distribution the questionnaires were 
numbered according to university only. In an attempt to assure 


anonymity questionnaires were not sequentially numbered. 
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Distribution of the questionnaires was accomplished through 
the cooperation of deans, directors and chairmen of physical education 
faculties, schools and departments. On the basis of information 
provided by the university staff directory prepared by the Canadian 
Association for Health, Physical Education and Recreation appropriate 
numbers of questionnaires were sent to the chief administrator of 
physical education at each university. A covering letter (Appendix A) 
requested that the questionnaires be distributed to all full-time 
academic staff members. 

A covering letter to the full-time academic staff members 
(Appendix A) and a stamped, pre-addressed envelope for return was 
also distributed with the questionnaire. 

The questionnaires were posted on February 8, 1974 and respondents 
were requested to return the completed questionnaires by February 28, 
1974. On March 1, 1974 a reminder letter was distributed to all 
eligible respondents again through the cooperation of the chief 
administrators. The reminder letter was sent to all eligible 
respondents because individual questionnaires were not numbered. 

As a result there was no way to determine who had replied. Appendix D 


contains the letters used. 


VI - VALIDITY AND RELIABILITY 
Reliability 
The reliability of a measure is its ability to "yield the same 
results when repeated measurements are taken of the same subjects 
under the same conditions." (Van Dalen, 1962: 265) Generally such 
techniques as test-retest, the use of equivalent forms and internal 


consistency measures are used to test reliability. In the case of 
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heterogeneous type tests internal consistency measures are not 
applicable and test-retest procedures are not appropriate as responses 
are subject to change over short periods of time. (Day, 1971: 47-48) 
There are means by which the researcher is able to improve the 
reliability of his instrument. Kerlinger has suggested two such means: 
a) use unambiguous items, and b) use clearly stated instructions. 
(1967: 442-443) In an attempt to accommodate these guidelines two 
procedures were carried out. First, the original WORK ENVIRONMENT 
QUESTIONNAIRE and three subsequent revisions were analysed and revised. 
As a result of evaluations several changes in wording and structure 
were made. Secondly, after the last revision of the WORK ENVIRONMENT 
QUESTIONNAIRE it was administered to seven sessional instructors in 
physical education at the University of Alberta. These instructors 
were asked to be extremely critical in terms of clarity and ease of 
understanding of the instrument, and were asked to write comments 
if they so desired. As a result, a number of minor changes in 
wording were made and the satisfaction scale was changed from a five- 
point scale (with a 'neutral' labeled mid-point) to a six-point scale 


as was previously mentioned. 


Validity 

In discussing validity Kerlinger (1967: 444-449) named content 
validation and predictive-concurrent validation measures as viable 
procedures used in evaluating instruments. 

Kerlinger (1967: 446) as well as other authors (Varma, 1965: 98; 
Day, 1971: 46) have expressed the feeling that content validation is 


basically a matter of judgement by the researcher and by others. It is 


ee 
ad 


” sony one seiwesen youmiatane resale 4 
¢ 
panoqet a Pre atehreoig ag Fon 3996 cov genet +2 coiar-tt 


7 4 , g : . - 
_ (BRAND efter ~yel) .snts To ehorwg sae “vse 
1a i : V3 ss . a. aa - 


| | tale "2 
, ' “Sd aperrent oy ‘side $s) voto wes2s7 an? notnw vo = NSN. or Minne 
i] 
doe nou laid bsfeapoiia zal TSOnTIVON TaN ent at it oe Tit ds 
i) 


; ; Teg hime ot ( ims a ay} : si i sated Fa 20 
senatsourieni bstsde yl ‘sal seu (a) brs. amsT) enon asia ; 
. did) eanbTsbinp Szani stebonmocss ot tynetze ne OT = She FT8OL, 


rrI62 we al " 29 ore 


pmeey 
" } . <j + ¥? .*3 mo * £4 at 
_ peetvat Bie beevfens svew enotel vs) Snaupazdve Soeny bre SAP AM 1230p 


THEVA yes MAOW. (entero odd ,t29t4  .3e0- bet 


ed ee es 


‘ : j P ds nt ann yeicel z ‘ : 
a7 v493 wise hné pr hh Ow fii PSHE 2 Bas Foz enor suLlsvs ble 


210! punent dearit —.stusd(A Yo ysiersvrnuoony Js HOF ‘seni [9 oteysiq 


7 
r ‘ “6 
to. 9806 Khe VeTTEfS "To emt nf Tsotsiis yfomentxe sdoak + baie b. 98 


oa _ 


ao 


adnsmmnos satu? OF baves stow bns.,inamiwent SAF FO on The evebr i 


’ ‘ ~~) ae 
ab eeonsdo vonim To wadriin s .tluzsy & ak .banhest: ich tT 
- 5 ' A 
: 5 ‘4 - 7 _— 
 esvit armen} bogngia 24w sfaoz nori5eTAisee Sn BN bem 29 ow Of dale 
¢ 7 : 4 on ; | ) 
 “gfso2> grbea-xte 8 of (Snteq-bim bsfeds{ “fevtusn’ 5 aa w) he @ tn 
-banotinan Ve ciate 25 
“witb hfs 
6 = y 7 ae) no 
~~ $qadnon bomen (EBP-BAA + Ta21) vepnhise* wibtléey pateeusens of 
| | ae 
afdsty 25 2a Wesean noidabitsy jnsvywondo~svisibsyg BAe ei 36d 
: 7? 7 - Br aa 
. -2zfagmuttent ent 2aulsve nt bse zevubs 
ir prow | | = 
{80 <60Cf yas), erodes ralto 26, [fawves (abRr -NGRE) vapnifvaa 
, 
| gi otiehriev tnsinos: 16d? onifes? aris baz Lhd dah (a ak “182 
; 7 j ‘ + 5 


ar ok -< prot io yd bits wadeysaest sit Yd inom Fo 
| 7 ae bat 


123 38 


48 


a judgement concerning the representativeness of a group of items 
made by experts who are familiar with the area being studied. 
Similarly, other authors have mentioned logical validity (Henderson, 
1964: 16; Van Dalen, 1962: 264) and face validity (Levitt, 1961: 47) 
as being validity based on the judgement of the researcher and other 
experts. In terms of these types of validity the WORK ENVIRONMENT 
QUESTIONNAIRE was deemed suitable as the decision to include various 
items was based on previous research and secondly was evaluated by a 
panel of experts who were familiar with the university professor's 
work environment. 

On the basis of consistent significant correlations between 
discrepancy levels and satisfaction levels (from the present study) 
the instrument was judged to possess a reasonable degree of concurrent 
validity. Similar results concerning the relationship between 
global measures of satisfaction and dissatisfaction with job-specific 


aspects support the contention. 


VII - ANALYSIS OF THE DATA 

Upon receipt of completed questionnaires the responses were 
numerically coded and punched on IBM cards. Four cards per 
individual were used to code all data. 

Using the computing facilities at the University of Alberta 
programs described in Statistical Packages for the Social Sciences 
(SPSS) (Nie et. al., 1970) were used to provide three types of 
statistical analysis. These were: 

a OSTAS Subprogram CODEBOOK which provided frequency distributions, 
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et. .al., 1970: 102-109) 

2. SPSS Subprogram NONPAR CORR which provided nonparametric 
correlations (Kendall tau and Spearman rho) between satisfaction and 
discrepancy scores. (Nie, et. al., 1970: 153-156) 

Bn. sooo Subprogram FASTABS which provided chi square analysis 
for determining significance of difference measures while controlling 
for possible intervening variables. (Nie, et. al., 1970: 115-134) 

The choice of Kendall correlation and chi square as appropriate 
statistical tests was based on the assumption that the data 
concerning satisfaction and discrepancy levels was no more than 
ordinal in nature. This approach is consistent with that presented 


by Siegel (1956: 18) and Lathrop (1969: 237) 


Kendall Rank Order Correlation 

The Kendall rank order correlation (tau) procedure was used 
to test relationships in data as specified in hypotheses one through 
five. The Kendall tau produces coefficients which are based on the 
amount of agreement between two sets of ordinal rankings and is 
more appropriate than Spearman rank order correlation when "the data 
contain a large number of tied ranks." (Nie, et. al., 1970: 153) 

Sugae has reported that the power efficiency of the Kendal] 
tau is 91 percent, which equals the power efficiency of the Spearman 
rank order correlation. 

The use of the NONPAR CORR subprogram from SPSS allowed 
pair wise deletion responses when respondents failed to provide a 
satisfaction of discrepancy estimation on any of the fifty-one job- 
specific aspects. For example, if a respondent failed to provide an 


estimation of satisfaction with "number of hours of practice" a zero 
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would be coded as his answer. The NONPAR CORR program subsequently 
allowed the deletion from the computation of the correlation coefficient 
of any pair of responses to an item containing a zero. 
Spearman Rank Order Correlation 

This correlation test was used to determine intra-individual 
correlations between satisfaction and discrepancy levels. While it is 
similar to the Kendall tau it is more appropriate in cases where the 
number of tied ranks is small. 
Chi Square Test of Independent Samples 

The chi square test of independence was used to test relation- 
ships in data as specified in hypotheses six and seven. Seigel has 
suggested its use in cases wnere the data can be separated as 
frequencies in discrete categories. (1956: 104) The use of chi square 
is also applicable in the present case as some of the variables 
(sex, tenure, highest degree) can be considered to be nominal in 
nature only. 
Chi Square Goodness of Fit 

The chi square goodness of fit test as reported in Ferguson 
(1959: 195-200) was used to determine the representativeness of the 
sample on the basis of the number of respondents holding bachelors, 


masters and doctorate degrees. 
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CHAPTER IV 
RESULTS 


The results of the statistical analysis of the data collected 
during the research project includes data concerned with percentage 
return of the mailed questionnaires, the distribution of respondents 
by university, and the representativeness of the sample. General 
information will also be provided on the demographic and biographic 
nature of the universities and the respondents respectively as well 
as the results of statistical analyses pertinent to each of the 
hypotheses presented in Chapter Three. 

The use of specific statistical procedures has been discussed 
previously and therefore their adequacy will be assumed and not 


discussed further in this chapter. 


IT - SAMPLE RETURN 


Table 1 illustrates the percentage rate of return on 
questionnaires for each university and for the total population 
surveyed. The population figures (NUMBER OF FULL-TIME STAFF) were 
obtained from the information provided by the chief administrator 
in physical education from each university. 

Percentage returns ranged from a high of 100 percent to a low 
of 33.3 percent. The average return over all respondents and 
universities was 59.9 percent. From a review of several publications 
this over-all average return was judged to be adequate by the 
investigator in terms of social research methodology. While not 


specifying a specific percentage return as necessary, Moser (1958: 179) 
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TABLE 1 


QUESTIONNAIRE PERCENTAGE RETURN BY UNIVERSITY ACCORDING TO 
CHIEF ADMINISTRATOR'S REPORT OF THE NUMBER OF FULL-TIME 
ACADEMIC STAFF MEMBERS IN HIS ORGANIZATION 


NUMBER OF QUESTIONNAIRE PERCENTAGE 
UNIVERSITY FULL-TIME STAFF RETURNED RETURN 
] 12 8 66.6 
2 14 8 yh 
3 1] 7 63.6 
4 1 12 Bomc 
5 8 5 6255 
6 13 10 Th) 
ft 23 11 47.8 
8 ae) lie 41.4 
9 20 14 70.0 
10 9 5 95.0 
1] 8 3 Sis 
ie 9 3 Si6)4.5) 
13 9 6 66.6 
14 eo ie 82.6 
15 11 7 63.6 
16 1] 1] 100.0 
if 21 1] 52.4 
18 54 35 64.8 
19 16 1] 68.8 
20 14 7 50.0 
21 10 5 50.0 
rege 19 1] oy a) 
23 26 13 50.0 
24 38 16 42.1 
25 34 24 70.6 
26 16 6 S1t3 
27 47 28 SSR 
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suggested that thirty to forty percent was very adequate in research 
dealing with a general population. Oppenheim (1966: 34) indicated 
agreement with this and also suggested that in the case of special 
interest groups eighty percent return is seldom achieved and that 
sixty percent is a reasonable return. Similarly, Babbie (1973: 165) 
defined fifty percent as ‘adequate’ and sixty percent as a 'good' 
return. Therefore, as the investigator judged the population surveyed 
to be an interest-specific group rather than general, the 59.9 

percent return, while not being extremely high, was accepted as 
adequate for the purposes of data analysis. 

In defining a certain percentage return as suitable one must 
not make the mistake of subsequently assuming the sample to be 
representative of the population surveyed without further investigation. 
In the present case there were two sets of data available which 
allowed the investigator to test whether the sample was representative 
of the population. Initially, two variables were of importance: 

1. the distribution of full-time academic staff members with 
bachelors, masters, and doctorate degrees in university physical 
education as reported by the chief administrator of each university 
in defining his staff composition; 

2. the distribution of full-time academic staff members with 
Wechetors. masters, and doctorate degrees in the sample as defined 
by the responses of each staff member. 

According to the information provided by the chief administrators 
the distribution for the population is as follows: a) 51 holding 
bachelor degrees only; b) 261 holding both bachelors and masters 


degrees; c) 212 holding doctorate degrees. The two sets of data were 
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subjected to a chi square goodness of fit test. The results 
of this test, presented in Table 2, indicated no significant 
difference (.30 > p » .20) existed between population and sample on 


this single measure of 'highest degree held.' 


TABLE 2 


CHI SQUARE GOODNESS OF FIT TEST APPLIED TO DEGREES 
HELD BY STAFF OVER ALL UNIVERSITIES 


DEGREES OBSERVED SAMPLE POPULATION E (0 - Eis 
HELD FREQUENCY * 1 E 
a) BACHELORS ONLY 28 9El2 is) 29.87 AV Ae 
b) BACHELORS AND 
MASTERS ONLY 165 53.74 49.80 152.89 9591 
c) DOCTORATE 114 Shelia 40.64 $2476 oys0455 
TOTAL 307 Chi Square = 2.0916 


df=2; .30>p > .20 


Secondly, again using the chi square goodness of fit test, the 
representativeness of the sample was tested by comparing the number 
of full-time academic staff responding to the questionnaire with the 
total number of eligible full-time academic staff members as reported 
by the chief administrator of each university. No significant 
difference between sample and population was found. (Table 3) In 


foictsmncoe Peed.  inathis respect the sample was accepted as 
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TABLE 3 


CHI SQUARE GOODNESS OF FIT TEST APPLIED TO FULL-TIME 
ACADEMIC STAFF MEMBERS AT EACH UNIVERSITY 


df=26;  _.95> p >..90 


oD 


OBSERVED SAMPLE POPULATION (0 - £)¢ 
UNIVERSITY FREQUENCY ¥, y E eerhelon 
1 8 2.5 2.2 6.9 1753 
2 8 2.5 2.6 8.2 0048 
3 7 2.2 2.0 6.3 0777 
4 12 3.8 3.6 11.3 0433 
5 5 iMG ts 4.7 "0191 
6 10 3.2 2.4 7.5 8333 
7 ri 3.5 4.3 13.5 4629 
8 12 3.8 pic 17.3 1.6236 
9 14 4.5 3.8 11.9 3705 
10 5 KG 1.7 5.3 0169 
11 3 1.0 a8 4.7 6148 
12 3 1.0 54 5.3 9981 
13 6 1.9 1.7 5.3 0924 
14 19 Bail 4.3 13.5 2.2407 
15 7 2.2 2.0 6.3 "0777 
16 ral 3.5 2.0 6.3 3.5063 
17 11 3.5 4.0 12.6 2063 
18 35 ‘ln 10.3 32.3 2256 
19 11 3.5 3.0 9.4 2723 
20 7 2.2 2.6 8.2 1756 
21 5 ie 1.9 6.0 1666 
22 1 3.5 3.6 11.3 0079 
23 13 reat 4.9 15.4 3740 
24 16 Se 7.2 22.6 1.9274 
25 24 7.6 6.4 20.1 7567 
26 13 4.1 3.0 9.4 1.3787 
27 27 8.6 8.9 27.9 "0003 
RM AAS ed iw enon) hat theists mnnetineshiy mors 
TOTAL 314 Chi Square = 16.6488 
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representative of the population. 


TI - DEMOGRAPHIC AND BIOGRAPHIC STATISTICS 


Table 4 indicates the number of universities offering bachelors, 
masters and doctorate programs in physical education. The data is 
somewhat misleading in that the University of Alberta offered the only 
Canadian doctorate program in physical education per se at the time 
of the study. Ottawa and Simon Fraser universities, indicating they 
had a doctorate program, may have been making reference to students in 
other doctorate programs (for example, Education) who had a major interest 
in physical education. 

Noting that a majority of universities offered only a bachelor 
degree program, an analysis of student enrolment in these programs 
was carried out. Enrolment ranged from 55 students to over 800 
students. For the purposes of further analysis the enrolment figures 
were categorized and five enrolment classifications resulted. Table 
5 summarizes the results of this classification. The re-classification 
was carried out to make later chi square analysis more meaningful. 

An analysis of the sample on the basis of sex and age was 
performed. (Table 6) Referring to the percentage figures in each 
cell of the table it may be noted that there were considerably more 
males over the age of 35 than there were females. The mean age for 
females was 33 years and 38 years for males. The difference in age 
distribution by sex was found to be significant at the .001 level. 

(chi square = 36.1149; df = 8) 


Parallel results were discovered in the relationship between 
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TABLE 4 


PROGRAMS OF STUDY OFFERED AT UNIVERSITIES 
INCLUDED IN THE STUDY 


A A 


PROGRAMS NUMBER OF UNIVERSITIES IN 
OFFERED EACH ENROLMENT CATEGORY 
a) BACHELORS DEGREE PROGRAM 

ONLY 15 
b) BACHELORS AND MASTERS 

DEGREE PROGRAM 9 
c) BACHELORS, MASTERS AND 

DOCTORATE DEGREE PROGRAMS 3% 

TOTAL 27 


*Those universities reported to offer doctorate degree programs were 
Alberta (Edmonton), Ottawa, and Simon Fraser. 


TABLE 5 


STUDENT ENROLMENT IN BACHELOR 
DEGREE PROGRAMS 


STUDENT POPULATION NUMBER OF UNIVERSITIES 
IN BACHELOR DEGREE IN EACH ENROLMENT 
PROGRAM CATEGORY 

a) 1 - 150 4 

b) 151 - 300 12 

c) 301 - 450 4 

d) 451 - 600 ] 


e) 600 and more 6 
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sex and tenure (Table 7) with a greater percentage of males holding 
tenure than females. This is not unusual or surprising in view of 
the fact that age and tenure were significantly related in the 
present study. (tau = -0.3381; .001 level: chi square = 59.0392; 
df = 8; .0001 level) 

Similarly, Figure 1 represents findings concerning academic 
rank and sex. The histogram indicates the percentage of males and 
females holding each academic rank. As can be seen females had a 
greater representation at the lower levels of academic rank than 
did the males, and the reverse occurred at the upper three levels 


of academic rank. 


III - GENERAL STATISTICAL ANALYSIS 


Before an in depth statistical analysis was undertaken, a 
more general analysis was performed in order to give the investigator 
direction. 

Initially, through the use of SPSS SUBPROGRAM CODEBOOK, 
frequency distributions of responses on the satisfaction-dissatisfaction 
scale for each of the fifty-one job-specific aspects were produced. 
From this information the average mean, median, and standard 
deviation over all fifty-one job-specific aspects was determined. The 
Same procedure was carried out for the responses to the two discrepancy 
scales. A summary of these findings is presented in Table 8. 

The information in Table 8 indicates two facts: 1) the 
respondents in the sample were generally satisfied with their work 
environment as is suggested by the mean of means of 4.23 (the point of 


'4' on the satisfaction scale is labeled as ‘slightly satisfied' while 
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TABLE 7 


DISTRIBUTION OF RESPONDENTS WITH AND WITHOUT 
TENURE BY SEX. (n=306)* 


HOLDS TENURE 


YES NO 
FEMALE 24. 5] 

(32.0) (68.0) 
MALE 107 231 

(46.3) (53.7) 


*Numbers in brackets represent percentages of male and female 
respondents in each of the two tenure categories. 


'5' is labeled as 'quite satisfied,') and 2) reference to the mean 
statistics (means) for the discrepancy scales suggests, in general, 
that there is a discrepancy between what is preferred and what is 
perceived as existing. However, the responses to the employer- 


employee discrepancy scale indicates a greater trend to the ‘no 
difference’ position of the scale. 

Table 9 provides supportive evidence that the sample is 
generally satisfied. The respondents were asked to indicate their 
level of satisfaction with each of the four general areas of work 
and with the job as a whole. Mean satisfaction levels for each of 
the five areas for each university is presented in Table 9. For all 
of the areas except 'research' there seems to be little difference 


in mean satisfaction levels between universities. A greater range in 


means was observed in the area of research. The difference in research 
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TABLE 8 


MEAN VALUES OF FREQUENCY STATISTICS FOR EACH OF THE 
FIFTY-ONE JOB-SPECIFIC ASPECTS FOR SATISFACTION 
PEVELS; PREFERRED-PERCEIVED DISCREPANCY LEVELS 
AND EMPLOYER-EMPLOYEE DISCREPANCY LEVELS 


(n = 51) 
MEAN MEAN MEAN 
OF OF STANDARD 
SCALE MEANS MEDIANS DEVIATION 
1. Satisfaction A223 Ah 1.910 


(1 to 6 scale) 


2. Preferred-Perceived 


Discrepancy (hwo Ze 5/ 0.647 
(letoe5 scate) 


3. Employer-Employee 
Discrepancy (a 0b 233 UFOs9 
(letoe5 scale) 
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JOB AS A 
WHOLE 


TABLE 9 
INVOLVEMENT RESEARCH TEACHING 


MEAN SATISFACTION WITH 
COMMUNITY 


BY UNIVERSITY 


AREAS OF WORK AND 'THE JOB AS A WHOLE' 
COACHING 


MEAN SATISFACTION LEVELS FOR EACH OF THE FOUR GENERAL 


UNIVERSITY 
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*Only one respondent. 
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satisfaction was significant at the .0001 level (chi square = 89.7; 
df = 52) 

A final general analysis was performed by using the SPSS 
SUBPROGRAM CODEBOOK. The purpose was to obtain frequency distributions 
for the response categories for each of the fifty-one job-specific 
aspects. This was done for the satisfaction scales and for the 
discrepancy scales. This analysis was carried out in order to 
determine if it would be necessary to collapse response categories 
when performing chi square analysis at a later time in the study. 
Tables 10 and 11 have summarized the information by providing an 
indication of the mean number of responses to job-specific items in 


each of the four general areas of work. 
TABLE 10 


MEAN NUMBER OF RESPONSES FOR THE JOB-SPECIFIC ITEMS ON THE 


SATISFACTION-DISSATISFACTION SCALE IN EACH OF THE FOUR 
GENERAL AREAS OF WORK 


SCALE POSITIONS 


WORK 
AREA 6* 5 a a fae iol alas 
a) COACHING 32, /9.64/ -3e3.21.0 3815.4 197 V2 
b) COMMUNITY 

INVOLVEMENT 53. 0melcd. Oem o/./ 10"co.9,  bP085 335 
c) RESEARCH COLO gm Omens Joma COP OMEEE OO MmmaN On 
d) TEACHING 152 4eee04, OGmec0.| Gr50.5) bese ~ ld ai 


*'Very satisfied' 


**'Very dissatisfied’ 


Table 10 illustrates the fact that categories one and two 
of the satisfaction scale received relatively few responses. This 


was to be expected in terms of the information presented in Table 8 
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and Table 9. As a result the investigator chose to collapse categories 
one, two and three into a single response category and for the purpose 
of reporting results it was labeled as ‘dissatisfaction. ' 

Similarily, to seemingly a greater extent, categories four and 
five of the discrepancy scales received a minimal number of responses 
compared to other categories. (Table 11) This too was expected and 
as a result categories four and five were collapsed into one category 
labeled ‘more than what I prefer.' It was later discovered that chi 
square analysis involving the discrepancy scales has been based on 
only three categories: 1) 'Much Less Than What I Prefer', 2) ‘Less 


Than What I Prefer', and 3) 'No Difference.' 


TABLE 11 
MEAN NUMBER OF RESPONSES FOR THE JOB-SPECIFIC ITEMS ON 


THE TWO DISCREPANCY SCALES IN EACH OF THE FOUR 
GENERAL AREAS OF WORK 


DISCREPANCY SCALE 


WORK a 

AREA 1a 2 3 S ise 

a) COACHING i) Zag Eve Sls: Aol) Orz 
ii) 4.8 ras behe 93.4 4.4 O55 

b) COMMUNITY 

INVOLVEMENT i) 13.4 86.2 174.0 as: le2 

ii) 6.5 Heya a islepgs 241.0 2.4 

c) RESEARCH i) Zon th 6 86 .0 Oa 2s 
ii) ese 44.3 Op. /, 16.8 Cl 

d) TEACHING i) 19°29 OOn0 see 4324 Beal 0.6 
ii) THe Stee he Quilter! ees 14.2 120 


*'™much less than what I prefer' 
**'much more than what I prefer 
i)preferred-perceived discrepancy scale 

ii)employer-employee discrepancy scale 
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IV - SATISFACTION AND DISCREPANCY DATA 


Hypothesis One: Self-reported levels of satisfaction will 
not be significantly related to the extent of discrepancy between 
what one prefers and what one sees as existing for each of the fifty- 
One job aspects. 

Hypothesis Two: Self-reported levels of satisfaction will 
not be significantly related to the extent of discrepancy between 
what one prefers and what one perceives his employer preferring for 
each of the fifty-one job aspects. 

The first two hypothesés were tested by using the Kendall 
rank order correlation procedure for inter-individual correlations 
for each of the fifty-one aspects. (Kendall tau, or tau) This 
procedure was selected as it accommodates a large number of tied 
ranks to a greater extent than does Spearman rho. The number of 
pairs of data eligible for inclusion in these calculations was never 
lower than 120, therefore it was assumed a great. number of tied ranks 
would occur. 

Tables 12, 13, 14 and 15 present the results of fifty-one 
inter-individual correlations between: a) satisfaction levels and 
preferred-perceived discrepancy levels, and b) satisfaction levels and 
employer-employee discrepancy levels. Fifty of the fifty-one correla- 
tions of satisfaction and preferred-perceived discrepancy were 
significant at the.001 level. Only two of the correlations were not 
significant at the .001 level. One of the significant correlations 
(for the aspect "extent of your teaching assignment in activity 


courses;" .01 level) was negative. The mean inter-individual Kendal] 
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TABLE 12 


INTER INDIVIDUAL KENDALL RANK ORDER CORRELATIONS BETWEEN 
SATISFACTION LEVELS ON COACHING JOB-SPECIFIC 
ASPECTS AND A) PREFERRED-PERCEIVED 
DISCREPANCIES AND B) EMPLOYER- 

EMPLOYEE DISCREPANCIES FOR 
THE SAME ITEMS 


Satisfaction vs Satisfaction vs 


Preferred - Employer - 
Perceived Employee 
Discrepancy Discrepancy 
1, number of practice hours ACARI ees yal eet! 
2. amount of time available for practice 6332 *** 1925 *** 
3. number of hours of preparation 53990.4** "3427 *** 
4. quality of physical facilities available 
for practice 6914 *** 2196 tes 
5. effectiveness of eligibility regulations oO Oona TOCOUR 
6. freedom of control over team operations OU49 Ean evs) 
7. pressure to win from superiors -.0252 N.S. = lao} . a 
8. quality of fellow team coaches -4456 *** PES ktad 
9. amount of funds available for team 
activities EO Oma oleO a 
10. quality of available athletes Asses are 1040 = 
11. level of league competition available Say RLU tks elas) wakes 
12. opportunity for advancement in academic 
rank through coaching AAO ate SEG Shee 
13. opportunity for recognition from 
colleagues through coaching ASE LU cht Fpeteill steht 


14. opportunity for personal growth 
through coaching <4A34 [xxx SoZ 


—$_—$—$—$—$—$—$— $$$ ———$———— $$$ nn 


* Significant at the .05 level X = .4837 Keres 2cs 
** Significant at the .01 level 
*k* Significant at the .001 level 

N.S. Not Significant 
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TABLE 13 


KENDALL RANK ORDER CORRELATIONS BETWEEN SATISFACTION LEVELS 
ON TEACHING JOB-SPECIFIC ASPECTS AND A) PREFERRED- 
PERCEIVED DISCREPANCIES AND B) EMPLOYER- 

EMPLOYEE DISCREPANCIES FOR THE 
SAME ITEMS 


RL EE 


Satisfaction vs Satisfaction vs 


Preferred - Employer - 
Perceived Employee 
Discrepancy Discrepancy 
1. quality of undergraduates receiving 
degrees <GOeie ae APLAR 
2. quality of graduates receiving degrees 39/3 Sas SUG PARE" kd 
3. extent of "skills" content in 
undergraduate program BRIM take Ao me 
4. extent of "theory" content in 
undergraduate program BW ett TANSEY che 
5. extent of your teaching assignment 
in the undergraduate program .0139 N.S. -.0259 N.S 
6. extent of your teaching assignment 
in the graduate program .oclo wee aliistad Sa) 
7. extent of your teaching assignment 
in activity courses -.0946 ** =031 9.2% 
8. extent of your teaching assignment ; 
in lecture courses SER) koe . 1683 aay 
9. adequacy of facilities for classes SCT ON teh? .2789 has 
10. freedom to select course content 
and teaching methods eyes) vk fUslO =~ 
11. relevancy of curriculum to the type of 
jobs available to degree holders st Me hhaked e468" *** 
12. opportunity for advancement in academic 
rank through teaching SESE bedateaky aA Fes 
13. opportunity for recognition from 
colleagues through teaching POUL mr apAaleieh votes 
14. opportunity for personal vais 
through teaching 23993." =" s2/oy °° 
“* Significant at the .05 level X = .3345 X = 1665 
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TABLE 14 


KENDALL RANK ORDER CORRELATIONS BETWEEN SATISFACTION LEVELS 
ON RESEARCH JOB-SPECIFIC ITEMS AND A) PREFERRED- 
PERCEIVED DISCREPANCIES AND B) EMPLOYER- 
EMPLOYEE DISCREPANCIES FOR THE 


SAME ITEMS 


amount of funds available for research 
amount of time available for research 


quality of facilities and equipment 
available for research 


amount of encouragement by academic 
members of staff for you to do research 


extent of participation with you in 
research by colleagues in your field 
and on your staff 


amount of support for your research by 
administrative personnel on your staff 


relevancy of your research to societal 
needs 


opportunity for advancement in academic 
rank through research 


opportunity for recognition from 
colleagues through research 


opportunity for personal growth 
through research 


* Significant at the .05 level 
*k Significant at the .01 level 
**k Significant at the .001 level 
NS Not Significant 


Satisfaction vs 
Preferred - 
Perceived 
Discrepancy 


S762 A** 
0925 ter 


5009 lr 


~0404.5*% 


5814 *** 
Ae oe 
3582 *** 
2663 *** 
3468 *** 


peo laa 


Satisfaction vs 


Employer - 
Employee 


Discrepancy 


. 2006 
2347 


. 3369 


. 3567 


53300 


. 3466 


0136 


e1521 


Ben) 


K*Kk 


KkKk 


KKK 


kkk 


Kk*k 


kkk 
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TABLE. 15 


KENDALL RANK ORDER CORRELATIONS BETWEEN SATISFACTION LEVELS 
ON COMMUNITY INVOLVEMENT JOB-SPECIFIC ASPECTS AND 
A) PREFERRED-PERCEIVED DISCREPANCY AND 
B) EMPLOYER-EMPLOYEE DISCREPANCY 
FOR THE SAME ASPECTS 


Satisfaction vs Satisfaction vs 


Preferred - Employer - 
Perceived Employee 
Discrepancy Discrepancy 


1. amount of time available to become 
involved with work related committees ~4700 *** .2165 *** 


2. amount of time available to become 
involved with committees of local, 
provincial, or national professional 
organizations ~4985 *** .254] *** 


3. amount of funds available to become 
involved with committees of provincial 
and national professional organizations .4926 *** .2656 *** 


4. extent of your snare in decisions 
affecting department affairs .4588 *** 3423 *** 


5. extent of your share in decisions 
affecting local professional 
organization affairs .4182 *** .1988 *** 


6. extent of your share in decisions 
affecting provincial professional 
organization affairs 3961 *** .1919 *** 


7. extent of your share in decisions 
affecting national professional 
organization affairs RSP tate? 1642 *** 


8. opportunity for advancement in academic 
rank through involvement in work 
related committees 4223 *** 3029 *** 


9. opportunity for advancement in academic 
rank through involvement in local, 
provincial, or national professional 
organization committees 4432 *** 2796 *** 


10. opportunity for recognition from 
colleagues through involvement in work 
related committees 64359) *ex .3024 *** 


11. opportunity for recognition from 
colleagues through involvement in local, 
provincial, or national professional 


organization committees .4339 *** 2589 *** 
12. opportunity for personal growth through 
involvement in work related committees Po DOU he 21751 *** 


13. opportunity for personal growth through 

involvement in local, provincial, or 

national professional organization 

committees .3730 *** .1668 *** 


X = .4348 X = .2399 
er eS. 
FeSigniticant et the...05 level 
** Significant at the .01 level 
*kk Significant at the .001 level 
N.S. Not Significant 
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rank order correlation coefficient over all fifty-one items was plus 
0.4275. In view of these results Hypothesis One was rejected for fifty 
of the fifty-one job aspects -- there was a significant relationship 
between level of satisfaction and preferred-perceived discrepancy. 
Similar results were found when Hypothesis Two was tested 
using the same procedure. Two correlation coefficients were not 
Significant at the .05 level or lower and a fewer number of correlation 
coefficients were significant at the .001 level. However, forty-nine 
of the fifty-one coefficients were significant at the .05 level and 
as a result Hypothesis Two was rejected -- there was a significant 
relationship between satisfaction level and employer-employee 
discrepancy. 
In order to better understand the relationship between 
satisfaction levels and discrepancy levels the data from selected 
job aspects was subjected to analysis by the SPSS SUBPROGRAM FASTABS. 
This produced a table display of satisfaction and discrepancy levels. 
The results are represented graphically in Figures 2 and 3. Figures 
2 and 3 illustrate that as the discrepancy decreased, the level 
of satisfaction increased. In terms of correlation coefficients, 
this relationship was represented by a positive correlation. 
Subsequent to the analysis on the basis of inter-individual 
correlations an analysis on the basis of intra-individual correlations 
was performed. This resulted in two sets of 314 correlations, that 
is, a correlation coefficient for each respondent was derived on the 
basis of levels of satisfaction and discrepancy over a possible 
fifty-one items. This meant that a maximum of fifty-one pairs of 


data could be used to derive each correlation. It was rare that 
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fifty-one items were used as the majority of individuals chose not 
to provide responses for several items. 

A summary of the results by university is presented in Table 
16. It can be noted that both Spearman rank order correlations (rho) 
and Kendall rank order correlations (tau) have been reported. This 
was done for two reasons. Firstly, it was assumed there would be 
relatively few tied ranks as a maximum of fifty-one pieces of data 
could be used. In this sense the rho appeared to be more appropriate. 
Secondly, Seigel (1956: 219) has suggested two correlations are not 
numerically comparable on a direct basis. In this present study it 
was intended to make a comparison between inter-individual and intra- 
individual correlations thus tau has been reported. 

Of the 314 intra-individual rho's between satisfaction and 
preferred-perceived discrepancy, thirty-three failed to be significant 
at the .05 level or lower. On the other hand, 121 of 314 similar 
intra-individual rho's between satisfaction and employer-employee 
discrepancy failed to be significant at the .05 level or lower. On 
the basis of this evidence, support was found for the rejection of 
Hypothesis One. However, rejection of Hypothesis Two on the basis 
of the intra-individual correlations was somewhat tenuous. 

Concomitant with the original intentions of the study a third 
approach to testing the concept of discrepancy as it relates to 
satisfaction was employed which made use of responses to questions 
concerning the importance of and satisfaction with the four general 
areas of work. Respondents were asked to rate each of the four 
general areas of work -- coaching, community involvement, research 


and teaching: a) on the basis of their perception of the importance 
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TABLE 16 


MEAN KENDALL RANK ORDER AND SPEARMAN RANK ORDER INTRA- INDIVIDUAL 
CORRELATIONS BETWEEN a) SATISFACTION LEVEL AND PREFERRED- 
PERCEIVED DISCREPANCY LEVEL AND b) SATISFACTION LEVEL 
AND EMPLOYER-EMPLOYEE DISCREPANCY LEVEL FOR EACH 
OF THE UNIVERSITIES IN THE SAMPLE 


SS 


SATISFACTION vs SATISFACTION vs 
PREFERRED-PERCEIVED EMPLOYER-EMPLOYEE 
DISCREPANCY DISCREPANCY 
U* ite Teale tau n** rho tau 
ak 8 5184 - 6966 8 2970 2631 
2 8 -4919 4515 8 3245 2995 
3 7 - 4796 4418 " SSO . 2306 
4 ig) - 4990 4495 jak 2798 ~4495 
5 5 o/ 186 -6453 5 5010 Pleat 
6 10 -6063 POD ID 9 BoS0D - 2106 
| 11 P2704 . 3066 ial 2416 .2203 
8 HL. . 4892 4408 11 - 3681 3344 
9 14 ESS0z 4925 iia .4484 - 3979 
10 5 ele 6804 4 4637 -4158 
LL 3 -4591 wibA2 2 4670 ~ 4259 
Ez 3 5529 - 5082 3 -2749 apasye ih 
3 6 -4214 2941 5 . 3382 . 3163 
14 19 55095 5184 16 2635 ASXS hols) 
5 7 epiie e530 7 - 3918 93421) 
16 Li 25D 5D - 4634 q - 4370 3996 
7 1a .4462 . 3993 9 225 . 2879 
18 34 5891 -5260 oa - 4236 Seyi) 
19 inh 5641 Sales) 8 -4497 - 4640 
20 7! -6327 -5828 ey - 4470 3726 
vat 4 SWAN Hiswhey) 4 Mc ee) - 2902 
22 EL .4579 4284 9 ~4291 . 3868 
Zo 13 - 5038 - 4613 ARS: SM PAS - 3434 
24 16 .4817 P4370 10 . 3005 e2103 
25 24 -5079 - 4622 23 #218 2894 
26 3 Aon - 4924 ahs -4281 ~4051 
Zt Zh - 4418 - 3996 24 pegze 2514 


GRAND MEAN eobey ~4742 ~4742 .3354 


*Number of each university involved in the study. 
**Number of respondents from each university. 
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attached to the area by their employer and b) on the basis of the 
importance attached to the area by themselves. A new discrepancy 
measure was generated by subtracting the numerical response to the 
latter from the numerical response to the former. This procedure 
yielded a score which could range from minus four to plus four. 
The scale and its meanings were interpreted as follows: 

a) minus four to minus one: this indicated that the respondent 
felt the employer rated the work area more important than did he. 

b) zero: this indicated that the respondent felt he and his 
employer affixed the same importance rating to the area of work. 

c) plus one to plus four: this indicated that the respondent 
felt the employer rated the work area as less important than did he. 

Preliminary investigation of the two importance ratings 
indicated significant, but not extremely high, correlations between 
the two measures. (Table 17) This suggested to the investigator 
that it would be appropriate to collapse the importance discrepancy 
categories of minus four to minus one into a single category. 
Similarily, importance discrepancies plus one to plus four were 
combined into a single category. 

Chi square analysis was then performed which made two comparisons 
for each of the newly generated importance discrepancy variables. 
Firstly, the new importance discrepancy values were plotted against 
the satisfaction ratings for each of the four general areas of work. 
Secondly, the new importance discrepancy values for each of the four 
general areas of work were plotted against satisfaction for the ‘job 
as a whole.' The results of these procedures are presented in 


Figures 4 and 5 respectively. 
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TABLE 17 


KENDALL RANK ORDER CORRELATIONS BETWEEN ADMINISTRATORS ' 
IMPORTANCE RATING AS PERCEIVED BY RESPONDENTS AND 
RESPONDENTS! SELF-REPORTED IMPORTANCE RATING 
FOR THE FOUR GENERAL AREAS OF WORK 


WORK KENDALL 
AREA TAU SIGNIFICANCE n 
a) COACHING 4175 .001 272 
b) COMMUNITY INVOLVEMENT 4069 .001 303 
c) RESEARCH 2704 .001 297 
d) TEACHING .1708 .001 313 


In reference to Figure 4 the significance levels of the chi 
square analysis as illustrated by the graph lines of mean importance 
discrepancy scores indicated little difference existed in satisfaction 
levels for respondents at each of the importance discrepancy levels 
except in the relationship plotted for the general area of coaching. 
This suggested that satisfaction with coaching was related to the 
discrepancy in the importance attached to coaching by the respondent 
and the respondent's perception of the importance attached to coaching 
by his employer. In this case ‘no discrepancy’ was related to higher 
levels of satisfaction. 

Figure 5 illustrates the relationship between satisfaction 
with the ‘job as a whole’ and the importance discrepancy for each 
general area of work. While the graph lines presented a more consistent 
relationship for all four general areas of work the only relationship 
significant beyond the .05 level was that for the area of teaching. In 


this case satisfaction with the job as a whole was greater when no 
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difference in importance ratings for teaching was perceived by the 
respondent. 

In view of the fact that chief administrators also reported 
the level of importance they attached to each of the four general areas 
of work, correlations were performed between these importance ratings 
and the importance ratings attached to the four general areas of 
work by each respondent. (Table 18) These correlations all proved 
to be significant but low in absolute value. As the correlations were 
low four new variables were generated on the basis of discrepancy between 
administrators' and respondents' importance ratings for each of the 
four general areas of work. The new variable values resulted from 
subtracting the respondent's importance rating from the importance 
rating given by the chief administrator in pnysical education at the 
same university for each of the four general areas of work. These 
new variables were subjected to chi square analysis in comparison with 


satisfaction levels for each of the four general areas of work and with 


TABLE 18 


KENDALL RANK ORDER CORRELATIONS BETWEEN ADMINISTRATOR'S. 
SELF-REPORTED IMPORTANCE RATING AND RESPONDENT'S 
SELF-REPORTED IMPORTANCE RATING FOR THE FOUR 
GENERAL WORK AREAS 


WORK KENDALL 

AREA TAU SIGNIFICANCE n 
a) COACHING .2347 .001 256 
b) COMMUNITY INVOLVEMENT . 1440 .001 299 
c) RESEARCH .2423 .001 294 


d) TEACHING SSH RS 001 1 308 
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levels of satisfaction for the 'job as a whole.' 

The analysis of the new importance discrepancy variables and 
the satisfaction levels for the 'job as a whole! yielded no results 
which were significant at the .05 level or less. (Table 38, Appendix E) 
However, when the analysis was performed between the discrepancy 
variable and satisfaction levels for each general area of work the 
relationships for two of the areas, coaching and research, were 
Significant. Analysis involving satisfaction scores for the other two 
general areas proved not to be significant. Figure 6 graphically 
represents these two relationships. The graph lines indicated a drop 
in satisfaction when the administrator rated the area less important 


than did the respondent. 


V - SPECIFIC AND OVER-ALL MEASURES OF SATISFACTION 


Hypothesis Three: Self-reported levels of satisfaction with 
the job as a whole will not be significantly related to self-reported 
levels of satisfaction for each of the fifty-one job aspects. 

Hypothesis Four: Self-reported level of satisfaction with 
each of the four general areas of work (coaching, community involvement, 
research, and teaching) will not be significantly related to self- 
reported levels of satisfaction with specific work aspects within the 
respective general area of work. 

Hypothesis Five: Self-reported level of satisfaction with 
the job as a whole will not be significantly related to self-reported 
levels of satisfaction with each of the four general work areas. 

Hypothesis three was tested by use of the Kendall rank order 


correlation procedure between individuals. Table 19 presents the 
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TABLE 19 


ASPECT 


20. 


number of practice hours 
amount of time available for practice 
number of hours of preparation 


. quality of physical facilities available 


for practice 

effectiveness of eligibility regulations 
freedom of control over team operations 
pressure to win from superiors 

quality of fellow team ‘coaches 


amount of funds available for team 
activities 


. quality of available athletes 
. level of league competition available 
. opportunity for advancement in academic 


rank through coaching 


. opportunity for recognition from 


colleagues through coaching 


. opportunity for personal growth 


through coaching 


. quality of undergraduates receiving 


degrees 


. quality of graduates receiving degrees 
. extent of "skills" content in 


undergraduate program 


. extent of "theory" content in 


undergraduate program 


. extent of your teaching assignment in the 


undergraduate program 


extent of your teaching assignment in the 


graduate program 
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KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED LEVEL OF 
SATISFACTION WITH JOB AS A WHOLE AND EACH OF THE 
PUPDY-ONERSPECLEIC JOB ASPECTS 
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TABLE 19 
(Continued) 


JOB 
ASPECT 


21. extent of your teaching assignment in 
activity courses 


22. extent of your teaching assignment in 
lecture courses 


23. adequacy of facilities for classes 


24. freedom to select course content and 
teaching methods 


25. relevancy of curriculum to the type of 
jobs available to degree holders 


26. opportunity for advancement in academic 
rank through teaching 


27. opportunity for recognition from 
colleagues through teaching 


28. opportunity for personal growth 
through teaching 


29. amount of funds available for research 
30. amount of time available for research 


31. quality of facilities and equipment 
available for research 


32. amount of encouragement by academic 
members of staff for you to do research 


33. extent of participation with you in 
research by colleagues in your field and 
on your staff 


34. amount of support for your research by 
administrative personnel on your staff 


35. relevancy of your research to societal 
needs 


36. opportunity for advancement in academic 
rank through research 


37. opportunity for recognition from 
colleagues through research 


38. opportunity for personal growth 
through research 


KENDALL 
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TABLE 19 
(Continued) 


JOB 
ASPECT 


39. amount of time available to become 
involved with work related committees 


40. amount of time available to become 
involved with committees of local, 
provincial, or national professional 
organizations 


4]. amount of funds available to become 
involved with committees of provincial 
and national professional organizations 


42. extent of your share in decisions 
affecting department affairs 


43. extent of your share in decisions 
affecting local professional 
organization affairs 


44, extent of your share in decisions 
affecting provincial professional 
organization affairs 


45. extent of your share in decisions 
affecting national professional 
organization affairs 


46. opportunity for advancement in academic 
rank through involvement in work related 
committees 


47. opportunity for advancement in academic 
rank through involvement in local, 
provincial or national professional 
organization committees 


48. opportunity for recognition from 
colleagues through involvement in work 
related committees 


49. opportunity for recognition from 
colleagues through involvement in local, 
provincial or national professional 
organization committees 


50. opportunity for personal growth through 
involvement in work related committees 


51. opportunity for personal growth through 
involvement in local, provincial, or 
national professional organization 
committees 


KENDALL 
TAU 


. 1609 


30 


ISO 


.2188 


2347 


P1699 


.0894 


SAUA 


. 1966 


. 1807 


SIG. 


.001 


.001 


.001 


.001 


.001 


.001 


.026 


.001 


.001 


.001 


.001 


001 


.001 


aay 


245 


273 


229 


EEL 


aus) 


243 


ces, 


247 


232 


250 


85 


———————————— ra acai 


EE ine 


; : : cnth 3 oc NE = 
+00. ~ PORT. gh 7010) De ay J+ow Arie ‘Sey ovn i. 


Wo2ed of Side i ote W tnvome OA 
bo eess3 i Oe hovfovnt - 

-  ‘fenokzzstorg fénotgen Te, Peraaewary © 
DENS “qhohge GSINERTO. 


uy? Yo nue one 
a0. fae) a vee i aan om DAB a) ’ 


ta. Inedxs 8 


J mscfo0e9 of saet Ts ” 


iia 


ihn ‘ev Yo dagtxe ig 
ryvovg pabisotie. | 
sSinee vo ay ; 
. . _ 
2 i 9 gst2 Y ve jnotxa, .ce 
= : 7 | >> = 7 wi 7] 
: ¥ Fen r zs 38 TS 7 
TS ‘othe pesinega 7 
BG nud roqao. ob 
+ 0): ; iC ECE { it rte uc id inv” 


29 0531 OS sae 


5y 10) yt Pnutyogge 

| fo | iy ovns 3 1st a 
iJon ares ie : 
v4 oy» Aokaes ; NBEO a a 


(oF \Pinurveggg oe 
As esupssliod 


ego; tame bsioisy 7 i¢ 3 


si corgtnoossy 40? vtteudvogqo: 
viovdd dpuowd 2eypaehte 


‘ _ . Jon so bg taatvetg. 
ct. ’ peal. 249) toi 9 Notte tne on iO 


pvc): Adwory Tengesse a jastyoqns 


5. “ TNeS. eee4Tintio PS2hiSY SOW of ae a) vl 


fines { "Wy 1 Anos o4 : AOD 
: RIWOTR) | ANDETOG Is J ogqa 
ar a 7 ~~ . - 
io’: letonivorg |. Lge fovat 
NOT? STF IEp iene 
LA ar fen 
ro {0 ° O\GS. f 
—————— —————— 


36 


results of this analysis. A high percentage of the correlations (forty- 
nine out of fifty-one) were significant at the .05 level or better and 
thus the results tended to support the rejection of Hypothesis Three -- 
there was a relationship between a global indication of job satisfaction 
and satisfaction with job specific items. 

Mean correlations between satisfaction with the job as a whole 
and items within the general areas of work were calculated as .2104, 
.2123, .2345, and.1870 for coaching, teaching, research, and community 
involvement respectively. 

It is important to note that while the majority of correlations 
were significant there was a difference noted when the relationships 
were viewed and compared graphically after chi square analysis. Figure 
7 illustrates the difference between correlation coefficients of .1842, 
.2043 and a coefficient of .3568 which were all significant at the .001 
level. 

Hypothesis Four was tested using the Kendall rank order 
correlation procedure. In this analysis the level of satisfaction for 
a general area of work was correlated with each of the job-specific 
aspects within that general area over all individuais. Therefore, a 
total of 314 pairs of data could have been used to compute the 
correlation. Tables 20, 21, 22, and 23 present the results of these 
correlations for each of the fifty-one job-specific aspects in the 
general areas of coaching, teaching, research and community involvement 
respectively. Similar to the correlations between the satisfaction 
levels for 'job as a whole' and job-specific items, correlations were 
relatively low but generally significant at the .05 level or better. 


Also parallel to the last analysis Figure 8 indicates graphically how 
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13. 


14. 


TABLE 20 


KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED SATISFACTION 
WITH THE GENERAL AREA OF COACHING AND A) SATISFACTION LEVELS 
AND B) PREFERRED-PERCEIVED DISCREPANCY FOR EACH OF THE 


14 JOB-SPECIFIC ASPECTS WI 


THIN THE GENERAL 


WORK AREA OF COACHING 


—_————————— 


Coaching in General 


number of practice hours 
amount of time available for practice 
number of hours of preparation 


quality of physical facilities 
available for practice 


effectiveness of eligibility regulations 
freedom of control over team operations 
pressure to win from superiors 

quality of fellow team coaches 


amount of funds available for team 
activities 


quality of available athletes 
level of Jeague competition available 


opportunity for advancement in academic 
rank through coaching 


opportunity for recognition from 
colleagues through coaching 


Opportunity for personal growth 
through coaching 


Satisfaction With 
vs Satisfaction 
with job-specific 
Coaching Aspects 
ASR YSI) Ute 
~2542 *** 
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88 


Coaching in General 


vs P-P Discrepancy 
with job-specific 
Coaching Aspects 


0344 
0873 
0330 


.0307 
SUPA) 
.2202 
- .0897 
-.0269 


.0224 
.1116 
.0259 


. 1044 


. 1563 


. 1768 
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* Significant at the .05 level 
** Significant at the .01 level 
*k*k Significant at the .001 levei 
N.S.Not Significant 
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KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED SATISFACTION 


14 JOB-SPECIFIC ASPECTS WITHIN THE GENERAL 
WORK AREA OF TEACHING 


WITH THE GENERAL AREA OF TEACHING AND A) SATISFACTION LEVELS 
AND B) PREFERRED-PERCEIVED DISCREPANCY FOR EACH OF THE 


Satisfaction With 
° ‘Teaching in General 


vs Satisfaction 


with job-specific 


Teaching Aspects 


1. quality of undergraduates receiving 
degrees Abskyh 83 
2. quality of graduates receiving degrees 5095ceee* 
3. extent of "skills" content in 
undergraduate program a ese 
4. extent of "theory" content in 
undergraduate program peso leas 
5. extent of your teaching assignment in the 
undergraduate program SCALE RH 
6. extent of your teaching assignment in the 
graduate program sLO90 mae 
7. extent of your teaching assignment in 
activity courses e2002 << 
8. extent of your teaching assignment in 
lecture courses Hae eteh RI 
9. adequacy of facilities for classes .0960 ** 
10. freedom to select course content and 
teaching methods UA ee ome 
ll. relevancy of curriculum to the type of 
jobs available to degree holders Po Ogee 
12. opportunity for advancement in academic 
rank through teaching 2.005 e2* 


13. opportunity for recognition from 
colleagues through teaching FOSO 2mm 


14. opportunity for personal growth through 


teaching 


AAs eeS U3 


Satisfaction With 
Teaching in General 
vs P-P Discrepancy 

with job-specific 

Teaching Aspects 
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Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
Not Significant 
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KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED SATISFACTION 
WITH THE GENERAL AREA OF RESEARCH AND A) SATISFACTION LEVELS 
AND B) PREFERRED-PERCEIVED DISCREPANCY FOR EACH OF THE 


10 JOB-SPECIFIC ASPECTS WITHIN THE GENERAL 


WORK AREA OF RE 


SEARCH 


90 


i 


10. 


-amount of funds available for research 


amount of time available for research 


quality of facilities and equipment 
available for research 


amount of encouragement by academic 
members of staff for you to do research 


extent of participation with you in 
research by colleagues in your field 
and on your staff 


amount of support for your research by 
administrative personnel on your staff 


relevancy of your research to 
societal needs 


opportunity for advancement in academic 
rank through research 


opportunity for recognition from 
colleagues through research 


opportunity for personal growth 
through research 


Satisfaction With 
Research in General 
vs Satisfaction 
with Job-Specific 
Research Aspects 


. 2864 
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Satisfaction With 
Research in General 
vs P-P Discrepancy 

with Job-Specific 

Research Aspects 
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* “Significant at the 

** Significant at the .01 level 
*kk Significant at the .001 level 
N.S. Not Significant 
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TABLE 23 


KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED SATISFACTION 
WITH THE GENERAL AREA OF COMMUNITY INVOLVEMENT AND A) SATISFACTION 
AND B) PREFERRED-PERCEIVED DISCREPANCY FOR EACH OF 
THE 13 JOB-SPECIFIC ASPECTS WITHIN THE 
GENERAL WORK AREA OF COMMUNITY 
INVOLVEMENT 


amount of time available to become involved 
with work related committees 


amount of time available to become involved 
with committees of local, provincial, or 
national professional organizations 


amount of funds available to become involved 
with committees of provincial and national 
professional organizations 


extent of your share in decisions affecting 
department affairs 


extent of your share in decisions affecting 
local professional organization affairs 


extent of your share in decisions affecting 
provincial professional organization affairs 


extent of your share in decisions affecting 
national professional organization affairs 


opportunity for advancement in academic 
rank through involvement in work related 
committees 


opportunity for advancement in academic 
rank through involvement in local, 
provincial, or national professional 
organization conmittees 


opportunity for recognition from colleagues 
through involvement in work related 
committees 


opportunity for recognition from colleagues 
through involvement in local, provincial, or 
national professional organization committees 


opportunity for personal growth through 
involvement in work related committees 


opportunity for personal growth through 
involvement in local, provincial, or 
national professional organization committees 


Satisfaction With 
Community Involvement 
in General vs 
Satisfaction with Job- 
Specific Community 
Involvement Aspects 
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Satisfaction With 
Community Involvement 
in General vs 
P-P Discrepancy With 
Job-Specific Community 
Involvement Aspects 
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* Significant at the .05 level 
** Significant at the .01 level 
**e =Significant at the .001 level 
N.S. Not Significant 
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correlations of different magnitude varied. The variable labeled B 
represents a tau of .3642 and the variable labeled D represents a tau 
of .0657. The former was significant at the .00] level and the latter 
at the .05 level. On the basis of the significant correlations 
Hypothesis Four was rejected. 

Hypothesis Five was tested using the Kendall rank order correla- 
tion method to determine if the global measure of satisfaction with the 
job as a whole was related to the level of satisfaction reported for 
each of the general areas of work. Correlations between satisfaction 
level with the job as a whole and satisfaction with the general area of 
coaching, community involvement, research, and teaching were .2932, 
.2374, .2868, and .3900 respectively. All were positive and significant 
at the .001 level. Figure 9 illustrates these relationships. 

Subsequent to this analysis, Hypothesis Five was rejected on the basis 


of the significant correlations. 


VI - SATISFACTION, PREFERRED-PERCEIVED DISCREPANCY 
AND BIOGRAPHIC-DEMOGRAPHIC DATA 


Hypothesis Six: Self-reported levels of satisfaction will not 
be significantly related to the various selected demographic and 
biographic variables listed below: 

1) size of the institution 

2) years as chief administrator in present position 

3) respondents years of employment in universities while 
holding academic rank 

4) holding of tenure 


5) age 


e. , 
"i patatet atastswr ‘SiT oe aint i ale i 1attht 


s 


a iv a 
co, Ti 4 ‘e 2 enatgan G bef dat 5 Iist-tev ong bie SP Mae. i 
a a 


7 7 sel ' oper ce se te 
uv  teddel ‘ots ‘bint fovel 100. sit os Sngottinere cow 4o 
eerie ra } f 
; i im ih Ae : pour 


(: . penotsstov o> tneaTirante alt Yo etzsa saJ H0 .fovel a 20. 4 
: a : vet 


7 : 
r » - o i ‘ 7 2 4 . 
‘ : : . .bet59 fry as 
ine = 
; r 4 /»e ‘ fi aj? » a 
~6fe402 ‘Tebio Ane, [labnoil ot pafen begee? eow svt) 
' ~ mt av f > 


ed} adhy n6hostetine Fo awason (sdofo ans TF 


aie » 5 my = > + S r 4 a L.. 
"OY BePI00e7 norfostefise To favs! s O2 
cE 
~ * * on “ 
RO pe rona42 M357 Su. coi .- } at a c= 
! 
. —— j ° } eT ~ 
to agve Persian std ngiw noltoeteliee onG SIORW & ce 
4 
rae — See, ae Ps - a. r 
, Sees. § 1SW pn a} ibe AY wie -fatss a8" ca ameyed 
. —s ee : . 2. oe pee 
THE ST TINT? bis raf ed 1 = 3g 29 1u 
c - + t A at 5 ne f fe ‘ oe 
eqted 2a 6.53 oS = awry 
nee , ES a Att —- i ' = key he 
steed off mo bstoatey eew avtl 2resnicquh. .2reyi ens shed of | — 


; .2nerieleyios F whe se 
Je loaI09 norte 7 
ors j es | 


y : i 7 al? ¥. = "8 , -mme ro 470 245% ts «er ea9SaF : ; : - 
Pa > WOWATSHOZIG G3V139999-O3AGAISAI MOL rertne « 
at aA, sa j ) «& 5 


1 ” i wi ry ce BD ¢ SA AT 4 > 
| mT" sai thi vi 
‘ - 
Ph oii a ae ere) ay a> 
: n rs nhc : > 
; 7 mm iuwsntecl so , eho R uo -Tloc aa 
. 


¢ . . 3 
— 7 7 5. 7 
. eee a ee ie a oe “ We 
JiNGSICONSH BeTs9iSse everwey St + bess! 139 vlineot Time te 
P = 7 7 bry 
e 1 


alinw estirewavinw af Insmota 


94 


Boly YAOM TeAs9Usy YITM UOTIIeJSTIeS 


PoTFFJsFres POFFSFIeSSTG 
A1aAQ A19A 
0°9 ORES O57 Ogee OETA Oat 
(bb pp __ PeFsSTIessT 
O°T kza, 
Bufyoesy, O°z 
o¢6 eTOuM 
Vv 
SV 
o°€ yr 
47TM 
uofF.ejsyz.es 
S°€ 40 
[eae] 
0°% 
G°4 
JUaWBATOAUT 
Aj yunwwoy) 
yoieassy 0°S 
sutTyoerog 
- Bupyoeays .- peTssties 
c’sS k 
123A 


MYOM dO SVAUV ‘IVYHNAD YNOA AHL JO TAHARI 
NOILOVASILVS HOVA YO AIOHM V SV GOL AHL HLIM SI1XAX1 NOILOVASILVS NVIGSW 


6 anda 


a bs) 
ee beltatzse 


Pst 


y . 
aovh drow Lazensd daiW poljseial7e2 | - . 


6) sex 


7) level of academic rank 


Hypothesis Seven: Self-reported discrepancy levels between 
what one prefers and what one sees as existing will not be significantly 
related to the selected demographic and biographic variables listed 
below: 

1) size of the institution 

2) years as chief administrator in present position 

3) respondent's years of employment in universities 
while holding academic rank 

4) holding of tenure 

5) age 

6) sex 

7) academic rank held 

Initial chi square analysis was performed using demographic 
and biographic information and self-reported levels of satisfaction 
for each of the four general work areas and the job as a whole. The 
SPSS SUBPROGRAM FASTABS produced two-way frequency tables of satisfaction 
levels plotted against values for each of the demographic and biographic 
variables being studied. The first set of analysis indicated that the 
Six point satisfaction scale proved to be too extensive. The level of 
satisfaction was found to be relatively high with few responses being 
directed to the 'very dissatisfied' and 'quite dissatisfied’ points on 
the scale. As a result categories one, two and three were collapsed to 
produce a single category representing dissatisfaction. All chi square 
analyses were performed again for the same demographic and biographic 


variables. The results of this analysis are summarized in Table 24. 
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As can be seen there seemed to be no consistent trends other 
than the fact that satisfaction with coaching in general did not | 
correlate significantly with any of the demographic or biographic 
variables, and satisfaction with research in general correlated 
Significantly with several of these variables. 

The median satisfaction score for each level or category of 
the demographic and biographic variables was computed. This allowed 
the plotting of several trends in the cases where relationships were 
Significant. Firstly, satisfaction with the 'job as a whole' increased 
as age and total years of university experience increased. Median 
satisfaction scores increased particularly for those respondents over 
the age of 50 years and for those respondents with eleven or more years 
of experience. Similarily, median satisfaction scores for the general 
area of research increased as total years of experience increased. The 
results of the analysis involving academic rank paralleled those for 
years of experience. Professors and associate professors had higher 
median satisfaction scores for both the general work aspect of research 
and 'the job as a whole.' 

While all chi square analyses of sex and satisfaction levels 
did not indicate significant differences, the analysis for community 
involvement and research did produce significant differences. In 
these two cases the males were significantly more satisfied than the 
females. In the case of the other three analyses the median satisfaction 
scores for males were higher, though not significantly, than those 
for females. 

The number of full-time academic staff and the number of students 


enrolled in the bachelor's degree program were variables considered to be 
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be indicative of the size of the organization. As such their relation- 
Ship with median satisfaction levels was u-shaped in nature. The | 
median satisfaction scores for the organizations with small and large 
staffs were higher than were the median satisfaction scores for 
Organizations with a staff size between the two extremes. This 
relationship was consistent for the general work areas of community 
involvement and research. 

The same u-shaped relationship existed after analysis involving 
the variable of bachelor's degree program enrolment and the general 
work areas of community involvement, research, and teaching. 

In order to depict more clearly the relationships discussed 
above chi square analyses were performed on demographic and biographic 
data in comparison with satisfaction responses to each of the fifty- 
one job-specific items from the four general areas of work. These 
analyses elicited several significant results. In many cases the 
results were inconsistent showing no particular pattern of development. 
However several of the demographic and biographic variables were 
consistently related to satisfaction scores in the same way. Only 
those results which were significant at the .05 level or lower have 
been reported. 

While the demographic and biographic variables did not relate 
significantly to all or even a majority of the fifty-one job-specific 
items a review of the results of these analyses resulted in the 
emergence of several patterns of relationships. In the case of the 
relationship of sex and level of satisfaction the preliminary results 
were supported as males were found to be more satisfied than females 


for four of the job-specific items. (Table 25) Of particular note 
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are the results of analysis involving the job-specific items which 
referred to advancement in academic rank. Males were significantly more 
satisfied than were females with rank advancement opportunities in 
coaching and teaching. Similarily, although not significant at the 

.05 level or lower, the median satisfaction score for males was 

higher than that for females with rank advancement opportunities in 
committee work, both in work related and in professional organizations. 
The median satisfaction scores in the latter two cases were 3.45 

versus 3.91 and 2.48 versus 2.74 respectively. 

In reviewing. analyses of age and satisfaction level, an 
increase in satisfaction was positively related to an increase in age 
for six job-specific items. However, reference to the median scores 
over the six items in the age categories of 51 - 55 years and over 56 
years (Table 26) elicited the fact that for all six job-specific items 
median satisfaction scores were lower in the age category 56 and over 
than the median scores in the 51 - 55 category. 

The total number of years as a staff member in a university 
position was significantly related to satisfaction levels for seven 
job-specific items. (Table 27) Of particular note is the fact that 
two relationship patterns emerged. For job-specific items ‘quality of 
undergraduate receiving degree,' ‘extent of theory in undergraduate 
program,’ ‘time for work related committees’ and ‘rank advancement 
opportunities through professional organization involvement’ median 
satisfaction scores were higher for those with one year experience 
or eleven or more years experience than they were for the respondents 
in the experience categories between the two extremes. Graph lines 


of these median scores would illustrate a u-shaped relationship. 
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A linear relationship existed between satisfaction levels and 
total years experience for the other three job-specific items. 
Satisfaction increased as years of experience increased for 'freedom 
of control over team operations,’ ‘opportunity for recognition from 
colleagues through teaching’ and ‘opportunity for personal growth 
through teaching.' 

Academic rank was significantly related to satisfaction scores 
for ten job-specific items. (Table 28) In the majority of cases a 
positive linear relationship existed with lecturers and instructors 
having the lowest median satisfaction scores and professors having the 
highest median satisfaction scores. The demographic variables of 
‘number of full-time staff' and ‘bachelor program enrolment’ were 
considered to be indicative of the size of physical education 
institutions, and as such two patterns of relationship emerged between 
them and satisfaction scores: 

a) a u-shaped relationship, and 

b) an inverted-u-shaped relationship (Tables 29 and 30) 

Firstly, median satisfaction scores for institutions 
with small and large numbers of staff were higher than they were for 
institutions with staff numbering between the two extremes for four 
of ten job-specific items: ‘quality of fellow team coaches,’ ‘quality 
of available athtetes,' ‘opportunity for recognition from colleagues 
through coaching,’ and ‘encouragement by staff to do research.’ The 
inverted-u relationship existed for four job-specific items: ‘extent 
of skills content in the undergraduate program,’ ‘adequacy of facilities 
for classes,’ ‘quality of undergraduates receiving degrees,’ and 


‘quality of facilities for research. ' 
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Table 30 presents the median satisfaction scores for the 
various categories of enrolment in the bachelor's degree program over 
eleven job-specific aspects. As in the case of the previous discussion 
concerning the size of the staff the majority of these analyses 
produced a u-shaped relationship with the higher median satisfaction 
scores being found at the two extremes of the enrolment continuum. 

On the basis of chi square analysis Hypothesis Six was rejected 
for the demographic and biographic variables of size of the institution, 
years of employment, age, sex and academic rank of the respondent. 

It must be emphasized that the rejection of Hypothesis Six was only 
partial as significant differences existed in a restricted number of 
cases. There was no evidence to support the rejection of Hypothesis 
Six for tenure and number of years the chief administrator had been in 
his present position. 

Hypothesis Seven was tested in a parallel manner to that used 
to test Hypothesis Six. The analysis entailed only an investigation 
of how demographic and biographic variables related to the preferred- 
perceived discrepancy level. On the basis of extremely low response 
frequencies in the scale categories of 'More Than What I Prefer' and 
‘Much More Than What I Prefer' these categories were collapsed into 
One category which was labeled as ‘More Than What I Prefer.‘ Chi 
Square analysis between each demographic and biographic variable and 
each of the fifty-one job-specific items was performed. Two-way 
frequency tables were produced from which median discrepancy scores 
for each category of the demographic and biographic variables were 
calculated, 


The demographic and biographic variables for which significant 


a. | — ; mH wi 


“sy wis a 3 roan hs 
e) 2 m0 zorioie nattoprel se maton - ata 


wens alanis be ‘vot ait ad aad at an iat asi" 
es 

Y  aeaahade acini ae eda tased | 

. mofazuaeth evotve "9 oft to 9262 Sd? Hi 2A peer - 

; ’ + cI a 

“1,8 bane sean? Yo. ystrotsm add Thage ond 


- 


: _ notsostat ase sation vatoin ome ah qttenargss fon Bogs 


: ‘ a a e 
amuuntsno3 catatelein oy To zarevtTtxe owt oi? J6 — a 
ie re (An . 
; batosts oi eew xt2 zeisoqyl 2Tayl sas oteupe id Fo etted 4 vy 
ss _ 
hergusizent odd 6 este to eafteriey ofdese tots bas —<— 
Snabnodae ond to #ner stiebsoe bins e352 ,206 30 
q ' 
vigo 2a ‘2 gfasilfogrh Ta, nordospe1 o3 seits 
- —. 
Yo Tedawe botsitdes1 6 nt fxg 2900e7ST TEE ptz. 
nl 
. & ameld in < 4 ; A , os a Soe ye: - 
dese ef2zensogyt TO mOrsISLey si2 qu2 of sonahtye Of 2% ay 2828 
= = = fe 
Z oy oe % ay 
at nesd bert yosewetahis Potto ai evsey to tedennm bre oy a) TOT Ate 
baew deny of onasm fellas vi f2oo eow nave 
f " a 
orteprieovni 6 y! oi hed [ane sat .x 
- ~ gs i . 
; “be” Ma $ 7 03 E iqe"potd & 
: — im ~m eaot ws Gee oi a 4 iA a a? — *~ 7? a hie 
Szi08e9 i ERS AS TO ci Di y ‘ME yanege tert pS" ae 
: 7?) Ss 
bas ‘setenv? [| ten merT-svot' to eernopetas sheae See wr es Sup 2) 
* - ® 
e - . os a 
re : = a . 7 — . ‘4 ' - 4 7 Q u - = al 
ont beaqsl foo avsw earyopods> sasit ‘etsy 1 te mel eres 
} A “ 7 > ow - 
: “ 4 A - se = 7 e ae r i +. 
= , : ‘ ! § he ] ; wef 1} SOM <b »9iSGGi e5W rip hw 
. , ee hee by 1 Erde 7 Ay > ot ‘ y 
brig sidsiysv oidwsipord big atiqsyponeb dose. asswren 
gsw-Owl .benrvwTiad 26w ead SFT ssqe-doy 
j ‘ of P y 4 nme om, & Ib oe ia : 
. esieoe Yonsas iseib nafban datdw mon? bsoub org, sT9W 2 
: siow aeldsrisy sitgoyoord Shs STiqetgonal silt: To: 
¢ > 7 
7 = : - 7 %, ? . ‘ - - 


- 
: oe 


ave 


= 
0 Ae Sal hh 


= iol 
mere a Anes Mati 10% 9 tte ores 6 
_ : a ce : 2. 


Lae 


differences in satisfaction levels resulted were also related to 
significant differences in preferred-perceived discrepancy levels 

for several job-specific items at the .05 level or better. Tenure and 
number of years the chief administrator has been in his present 
position were not significantly related to any of the job-specific 
items. 

Table 31 presents the median discrepancy scores for males and 
females over three job-specific items. While only one of the items 
proved to indicate females saw a significantly greater discrepancy in 
what they preferred and what existed than did males, the median 
discrepancy scores for the other two job-specific items illustrated 
the same relationship between male and female respondents. 

Two job-specific aspects illustrated a significant relationship 
between age and preferred-perceived discrepancy. In both cases, 
‘effectiveness of eligibility regulations’ and ‘adequacy of facilities,’ 
those individuals fifty-six years and over perceived the least 
discrepancy between what they preferred and what they perceived as 
existing. (Table 32) 

The chi square analysis for academic rank and preferred- 
perceived discrepancy resulted in significant differences for six of 
the fifty-one job-specific items.(Table 33) The only consistency in the 
pattern of median discrepancy scores was the fact that the professors 
were close to the 'no difference’ point on the scale for all six items. 

Table 34 presents results which indicate that for thirteen 
job-specific items significant differences in median discrepancy 
scores between various categories of staff size were present. However, 


there was no consistent pattern of differences over the thirteen items. 
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It appeared that the pattern of differences in median discrepancy 
scores was particular to each item. 

The analyses of preferred-perceived discrepancy and bachelor 
degree program enrolment resulted in strong support of the u-shaped 
relationship. (Table 35) For eight out of eleven of the job-specific 
items for which significant differences were found the higher median 
discrepancy scores were attached to the smallest and largest enrolment 
sizes. The median discrepancy scores for respondents in the enrolment 
categories between the two extremes were consistently lower. These 
lower scores indicated a ‘Less Than What I Prefer' evaluation. 

On the basis of the above results support for the rejection of 
Hypothesis Seven was found insofar as the demographic and biographic 
variables bachelor's degree program enrolment, number of staff, and 
academic rank of the respondents were concerned. While several signifi- 
cant results were discovered the investigator felt there was not 
sufficient support for the rejection of Hypothesis Seven insofar as 


age, sex and total years of experience were concerned. 


VII - WRITTEN COMMENTS 
Very few of the 314 questionnaires returned had written comments 

on the last page. However, of the comments received two were most 
common. Firstly, a number of respondents reacted negatively to the 
length of the questionnaire. Secondly, several respondents indicated 
Tack of understanding when an attempt was made to answer the last 
question. Some respondents suggested they did not know what their 
employer preferred and others suggested the word ‘employer’ was not 


easily interpreted. 
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CHAPTER V 


DISCUSSION OF RESULTS 
IT - INSTRUMENT 


Comments provided by respondents, as reported in the Chapter 
Four, appear to indicate that the Work Environment Questionnaire may 
have been too lengthy and that this combined with a reported vagueness 
of the last question resulted in the greater percentage of responses 
on the employer-employee discrepancy scale to be in the 'no difference’ 
category. While this may have made the data from the question 
concerning €Mployer-employee discrepancy somewhat questionable it was 
felt that there were few, if any, adverse affects on the data 
provided up to the point of the last question. 

If an adjustment in this question was to be made the words 
‘school,' 'department,' and 'faculty' should have been replaced by 
more specific and identifiable object words such as 'dean,' 'director,' 
or ‘chairman.' These words would have provided a more concrete point 
of reference for evaluations to be made by respondents. 

Experience with a six-point satisfaction scale in the study 
may not have been adequate for use in the university setting. The 
three categories on the satisfaction side of the scale may not have 
provided the appropriate opportunity to detect differences in levels of 
satisfaction. As a result an eight or ten point scale might have been 
more useful. This, in combination with a more expansive (seven or 
nine point) discrepancy scale may have resulted in higher correlation 
coefficients between satisfaction and discrepancy. 


In total, however, the instrument was considered to be useful 
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and was considered to be one that provided accurate information. This 
contention was supported by the consistency with which differing miner 
of respondents replied to various items. For example one item referred 
to ‘the extent of your teaching assignment in the graduate program' in 
asking for an indication of satisfaction. Whereas the majority of 

items within the general area of teaching received from 290 - 305 
responses this particular item received approximately 150 responses. 
This indicated that the questionnaire was read carefully and directions 


were followed well by the respondents. 


II - THE DISCREPANCY MODEL AND SATISFACTION 


The results of initial correlational analysis over the fifty- 
One job-specific items indicated forty-nine significant correlations 
between level of satisfaction and preferred-perceived discrepancy. 
(Hypothesis One) The mean Kendall rank order correlation coefficient 
over the items was 0.4275. Locke (1969: 324) referred to a study 
which used a discrepancy scale similar to the one used in the present 
study -- that is, a scale which requested a direct report of the 
discrepancy in what exists and what is preferred. The mean correlation 
coefficient for that study was minus .61. The minus correlations 
might be attributed to the numerical weighting of the scale points. 
Furthermore, it was not reported whether the correlations were Spearman 
rank order correlations, Kendall rank order correlations, or Pearson 
product moment correlations. If the correlation procedure used for 
the study referred to by Locke and the correlation procedures used in 
the present study were the same and comparable then the mean correlation 


coefficient for the present study was lower than that reported by Locke. 
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Assuming the correlations were comparable an explanation of 
the difference in mean correlations should be postulated. Two main 
comparisons may yield some clarification. 

Firstly, the present study was concerned with a considerably 
larger number of respondents than was the study reported by Locke. 
(1969: 324) This in itself may have precipitated a greater degree of 
variance on the relationship between the preferred-perceived discrepancy 
and satisfaction. Similarily, only eight elements or job aspects were 
used to elicit responses in Locke's reported study whereas the present 
study used fifty-one such items. No report on the exact nature of the 
eight items was presented by Locke therefore a comparative analysis is 
not possible. 

Furthermore, Locke's illustrative study was dependent on the 
recall ability of students in that they were asked to respond to 
questions dealing with their last summer job while the respondents 
from the present study were reacting to their present work situation. 
This lapse in time may have allowed the students the opportunity to 
exaggerate their positive and negative feelings about their last work 
experience. This type of bias has often been suggested to be one 
methodological inadequacy of the critical incident procedure often 
used to test the Herzberg two-factor theory of job satisfaction. 

The correlation coefficients resulting from the present study 
were relatively low in absolute value in terms of accounting for 
variance in feelings of satisfaction even though the majority of 
correlations were high. For example, Ferguson has suggested that a 
correlation coefficient of .7071 is necessary before fifty percent 


"of the variance of the one variable is predictable from the variance 
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of the other. With a correlation as high as .90 the unexplained 
variance is 19 per cent." (1959: 128) Of the response sets to the 
fifty-one questionnaire items used for the present study many were not 
useful in accounting for variance in satisfaction scores. Many were 
valuable in this sense, however, as many correlations were beyond the 
-6000 level. As such these correlations gave strong support for the 
use of the discrepancy concept at least as a basis for future study. 

The investigations involving correlations between satisfaction 
levels and employer-employee discrepancies proved to be less useful 
in accounting for variance in the two correlates as the mean Kendall 
correlation was considerably lower. While Hypothesis Two, which 
concerned itself with the employer-employee discrepancy measure, was 
rejected on the basis of significant correlations the absolute value of 
the correlations accounts for very little of the variance in the two 
variables satisfaction and discrepancy. 

As previously mentioned several respondents criticized the 
question which elicited responses to employer-employee discrepancy 
scale items as being somewhat vague. Possibly for this reason a 
greater percentage of 'no difference’ responses were recorded on 
the employer-employee discrepancy scale. For the areas of coaching, 
community involvement and teaching at least seventy percent of the 
responses were in the middle 'no difference’ category. Further evidence 
which led to questioning the usefulness of the employer-employee 
discrepancy data was the fact that for correlations between this 
discrepancy measure and measures of satisfaction the number of respondents 
was consistently less than the number of respondents used to calculate 


correlations between the same satisfaction measures and preferred- 
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perceived discrepancy measures. This meant a number of respondents chose 
not to answer some items on the employer-employee discrepancy scale 
that they had answered on the preferred-perceived discrepancy scale. 

In order to filter out some of the effects that might possibly 
be generated by individual differences intra-individual or within 
individual correlational analyses were performed between satisfaction 
and discrepancy. In part this procedure was completed to eliminate the 
possible variance of scale interpretation from individual to individual. 

The results of this investigation proved to be in the expected 
direction as mean correlations between satisfaction and preferred- 
perceived discrepancy, and between satisfaction and employer-employee 
discrepancy were higher than they were for the inter-individual or 
between individual correlations. 

It was stated in Chapter Four that both Kendall and Spearman 
rank order correlations were calculated for the intra-individual 
analysis. The Spearman correlation procedure was selected because it 
was more appropriate for a small number of ties. The Kendall correlation 
procedure was used so that mean correlations from the intra-individual 
analysis could be compared with the mean correlations from the inter- 
individual analysis. 

The third method of analyzing the effects of perceived 
discrepancy on satisfaction originated from the results of correlational 
analysis of respondents' perceptions of importance ratings for the four 
general areas of work -- coaching, community involvement, research, 
and teaching. These correlations indicated that, as perceived by 
respondents, administrators and staff members agreed on the importance 


of the aforementioned general areas of work. However, the absolute 
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value of the correlation coefficients was not extremely high and 
therefore did not account for a large percentage of the variance in 
importance ratings. As a result of this, a three category scale was 
developed which depicted the difference in importance ratings as more, 
less, or equal to the importance attached to the general areas of work 
by the staff member. The results of this investigation indicated that 
perceived discrepancy in importance rating was related to 
satisfaction level. In this study, it could be questioned whether or 
not the geographical location of questions within the instrument may 
have had an effect on the discrepancy response elicited. The two 
questions involved in calculating the importance discrepancy variable 
were both placed together on one page. It is possible that the 
answers to one question may have been affected by the responses to the 
other. This would seem to be a problem which may have been avoided 
only by using the interview technique. However, the results did 
indicate significant relationships and additional research related 


to this should be considered. 
III - OVER-ALL MEASURES OF SATISFACTION 


Correlations for forty-nine out of fifty-one items supported 
the rejection of the hypothesis that the global measure of job satisfac- 
tion was not related to measures of satisfaction on specific job items 
(Hypothesis Three). 

A review of these correlations suggests that several items 
relate more strongly with the global measure than others. Within each 
of the general areas of coaching, teaching, research and community 


involvement the satisfaction scores on items referring to opportunity 
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for recognition and personal growth tended to correlate more highly 
with the global satisfaction measure than did many other items. 

A number of items in each general area of work seemed to be 
more useful than others in that the correlation coefficients between 
satisfaction with the item and satisfaction with the job as a whole 
were able to account for more variance. Satisfaction scores for ‘freedom 
of control over team operations’ in the general area of coaching correla- 
ted most highly with satisfaction with the job as a whole. (tau = .3789) 
Similarily, opportunity for personal growth and opportunity for 
recognition from colleagues resulted in relatively high correlation 
coefficients of .2968 and .3648 respectively. 

In the area of teaching items dealing with undergraduate program 
content and the composition of the staff member's teaching assignment 
in the undergraduate program elicited responses which correlated, 
relatively highly, with satisfaction with the job as a whole -- 
coefficients of .2668, .2500, .2940, and .2683 resulted. 

Satisfaction scores for funds available for research and the 
relevancy of one's research to societal needs correlated .2482 and 
.3572 respectively with satisfaction scores for the job as a whole. 
Also correlating to a relatively high degree with the scores for the 
global measure of satisfaction were the scores for the item concerning 
the participation by colleagues in research with the respondent. 
(tau = .2440) 

Very few of the items in the general area of community involve- 
ment produced correlations between item satisfaction and satisfaction 
with the job as a whole beyond the .2000 level. The ones that did, 


however, were items that were concerned with the sharing of decisions 
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within the respondents own department and the sharing of decisions 
within local professional organizations. Both items dealt with aspects 
that seemed to have a more direct effect on the respondent's work world 
than did aspects of a provincial or national nature. 

The reported levels of satisfaction with the four general areas 
of work correlated with satisfaction levels for the job-specific items 
within each area in a similar manner as the satisfaction scores with the 
job as a whole correlated with satisfaction scores for job-specific items. 
This supported the rejection of Hypothesis Four. Within the areas of 
coaching, teaching and research the same job-specific items rendered 
the highest correlation coefficients between general satisfaction scores 
and specific item satisfaction scores but did so generally to a greater 
extent. Freedom of control over team operations, undergraduate program 
content, teaching assignment in the undergraduate program, funds 
available for research, participation by colleagues in research, and 
relevancy of research were items for which satisfaction scores correlated 
most highly with satisfaction scores for respective general areas of 
work. 

In terms of future research the results related to Hypothesis 
Three and Four strongly suggest that fewer job-specific items, based 
on the content and nature of those reported as indicative of relatively 
high correlations, might be used if similar research were to be 
conducted. 

Hypothesis Five, which postulated no relationship between 
reported satisfaction levels for the four general areas of work and 
satisfaction levels for the job as a whole was rejected on the basis 


of significant correlations. Satisfaction levels for the general area 
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of teaching correlated with satisfaction levels for the job as a whole 
to the greatest extent (.3900). This suggests that a greater amount of 
the variance in satisfaction with the job as a whole is accountable in 


terms of satisfaction with teaching. 


IV - DEMOGRAPHIC AND BIOGRAPHIC VARIABLES AND SATISFACTION 


Contrary to the prediction of Hypothesis Six a number of 
Significant relationships were found to exist between satisfaction and 
demographic and biographic variables. Of particular note was the 
fact that five of the demographic and biographic variables were 
Significantly related to satisfaction levels for the general work area 
of research. Satisfaction with the general area of research increased 
as academic rank and total years of experience in university as an 
academic staff member increased. Similarily, satisfaction with the job 
as a whole increased as total years experience, age, and academic rank 
increased. The results of these analyses were congruent with the 
discussions of task experience and attitude offered by Breer and Locke 
(1965) which suggested the individual adapts to the system of rewards 
and punishment as the duration of his stay in an organization increases. 
The adaptation process may have taken two directions. In one case 
individuals may have recognized organizational directives or pressures 
to perform in a prescribed manner. These individuals would then have 
been granted rewards and conditioned to repeating the process. In the 
second case individuals may have learned to adapt by performing 
minimally and at the same time minimizing punishments. In either case 
the result may have been a perception on the part of the individual that 


the situation was not different from that which he desires. 
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Satisfaction scores for the general area of research also varied 
significantly according to the enrolment in the bachelors degree mee 
and did so in the form of a u-shaped relationship -- the higher 
satisfaction scores were elicited from respondents who were members of 
institutions in the two smallest and the largest category of bachelor 
program enrolment. Assuming bachelor program enrolment was an 
indication of the size of an institution the relationship was logical 
from an intuitive point of view. In smaller institutions the programs 
offered would be limited and narrow in focus. 

For example smaller institutions would not offer graduate degrees and 
thus the concern for research facilities and funds for research would 
not have been prominent. The largest institutions while offering more 
diverse programs were likely to have been "blessed" with a more 
specialized staff and were likely in possession of facilities, equipment 
and funds necessary for the operation of the research aspects of graduate 
programs. This seemed to be the case as reference to Table 27 (Chapter 
Four) indicates the larger institutions were more satisfied with funds, 
facilities, and equipment for research. 

On the other hand the institutions that have bachelor program 
enrolments between the two extremes may have been in the process of 
growth and expansion. The pressure to expand and the possible lack of 
funds, equipment and facilities for adequate expansion may have been 
responsible for the lower satisfaction levels for the general area of 
research. 

Satisfaction with the job as a whole was positively and signifi- 
cantly related to total years experience, age and academic rank. The 


commonality of these relationships might have been predicted as the 
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three demographic variables relate positively to one another to a 
great extent. The relationship between satisfaction and the three 
variables may have been accounted for in terms of Breer and Locke's 
(1965) task experience explanation of attitude development. 

The demographic and biographic variables were cross-tabulated 
with satisfaction scores for each of the fifty-one job specific items 
encompassed by the four general areas of work. These analyses 
precipitated similar results to those that resulted from the analyses 
involving satisfaction scores for the four general areas of work. 
Satisfaction increased as age increase up to the age of fifty-five 
years. Median satisfaction scores beyond this age category were 
lower. This was consistent with Salek and Otis' (1964: 429) suggestion 
that satisfaction decrease in the terminal period of employment. It 
would take a greater number of individuals in the upper age groups to 
provide stronger support for this contention. Of the 314 respondents 
in this study only nine were in the age category above fifty-five years. 
Similarly, total years of experience and academic rank correlated 
positively and significantly with seven and ten job-specific items 
respectively. 

For a number of job-specific items the median satisfaction 
scores for males were significantly higher than median satisfaction 
scores for females. This trend was apparent, though not significant, 
in the case of a number of other job-specific items. These results 
seemed to be quite logical in view of the fact that satisfaction 
increased with an increase in age and academic rank, and that the 
number of females in the lower categories of age and academic rank 


were greater than in the upper categories of age and academic rank. 
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The strongest indication of the development of a pattern of 
relationship resulted from consistent results for analyses involving 
bachelors degree programs and satisfaction levels. As was found with 
the general aspects of work a u-shaped relationship was most prominent. 
In view of the consistency of this relationship it would seem 
appropriate to suggest that a more detailed investigation of the size 


factor and its relationship to satisfaction is warranted. 


The final analyses of the study compared biographic and 
demographic variables with employer-employee discrepancy levels for 
the fifty-one job-specific items. A considerably smaller number of 
significant relationships resulted. This may have been predicted in 
view of the fact that correlations between satisfaction and 
employer-employee discrepancy did not account for a great percentage 


of variance in satisfaction. 
V - IMPLICATIONS OF RESULTS 


Of the results discussed, those concerning satisfaction and 
how it related to preferred-perceived discrepancy and bachelor degree 
program enrolment as an indication of size seem to be most important 
in terms of future administration of personnel within the 
university physical education organization. 

Firstly, strong and consistent support was found which 
indicated that satisfaction decreased as the discrepancy between one's 
preference and one's perception of what existed increased. This would 
seem to indicate that a serious responsibility rests with the 
organization or the administrative personnel of the organization to 


ensure two policies are operationalized in view of the fact that 
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expectations provide foundations for evaluations. Initially, it 
implies the necessity of adopting a policy which would require re 
organization to educate prospective employees, through a thorough 
interview procedure, about such things as the nature, phi losophy 
and objectives of the organization. Furthermore, it would require 
the organization to become familiar with the objectives and 
expectations of the prospective employee in order that the organization 
may provide the prospective employee with an honest and accurate 
estimation of the chance he would have of fulfilling his expectations 
as a staff member. 

The results of this study have indicated that satisfaction 
is lower among younger staff members than it is among older staff 
members, and that satisfaction is lower among those with academic 
ranks of instructor or lecturer than it is among those with the 
rank of associate professor or professor. It may be reasonable to 
suggest that these two situations have resulted because of the failure 
of the organization to explain its position clearly and at the same 
time become aware of the prospective employee's position. 

The results concerning satisfaction and discrepancy imply 
a further responsibility for the organization to develop effective 
communication channels in order that staff members may be kept 
informed of changing situations or circumstances in the work 
environment and in order that the organization may be made aware 
of changing dispositions among staff members. The basic 
understandings underlying concepts such as participative management 
and management by objectives would be useful in completing this task 
as one result of their implementation would be an increased awareness 


on the part of the staff member of the realities of the organizational 
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Situation. This increased awareness would allow the staff member to 
assess his expectations as realistic or unrealistic. The subsequent 
re-establishment of his expectations would reduce the discrepancy 
between preference and perception of what exists. 

Enrolment in bachelor degree programs was assumed to be one 
measure of organization size. In terms of satisfaction it was found 
that the smaller and larger organizations were related to higher 
levels of satisfaction. It was suggested earlier that the smaller 
Organizations might be characterized as having a narrow focus in terms 
of objectives. In the case of the larger organizations it was 
suggested that their focus would be more expansive but that they 
would have the resources necessary to accommodate such a focus. It 
has subsequently been surmized that the organizations of an 
intermediate size may be in a period of growth and expansion which 
cannot be accomodate by available human resources. This seems to 
be supported by the results of this study which have indicated 
respondents from the mid-sized organizations tended to evaluate 
the status of such things as funds for research and coaching, 
facilities for research, and time for research as “much less than 
I prefer" moreso than did the respondents from the small and large 
organizations. The ‘lack of time' suggests the staff members have 
excessive workloads which may be the result of an organization trying 
to do more than is possible with existing resources. By being 
selective in choosing tasks and patient in achieving expansion goals 
the organization may alleviate the lower level of satisfaction which 


characterizes the mid-size university physical education organization. 
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CHAPTER VI 
SUMMARY AND CONCLUSIONS 


IT - SUMMARY 


Basis for the Study 


The study evolved from an interest in the conflict which has 
often developed between the individual and the organization and a 
concern for the university and its constituent parts as organizations 
subject to such conflict. It appear that the nature of the 
university might enhance conflict between the individual and the 
organization because of a lack of clarity or congruence of goals between 
the two. Oncken (1971), Ikenberry (1972), Bonneau and Corry (1972) 
and Parsons (1971) have expressed agreement with this assessment. 

The concept of job satisfaction, in an indirect sense, has 
been used as a point of reference for the investigation of the 
relationship between the individual and the organization. In general 
researchers that have been concerned with the concept of job satisfac- 
tion have agreed that the idea of an ‘affective response to one's 
situation and environment' is basic to the concept. Early studies of 
job satisfaction based on this belief dealt primarily with self-reported 
levels of satisfaction in relation to elements of the situation such 
as pay, hours of work, leader behavior. In essence these types of 
studies tended to ignore the possible intervening effects of individual 
differences upon satisfaction-environment relations. In reaction to 
this simplistic trend in research investigators such as Vroom (1964), 


Katzell (1964), and Locke (1969) began to discuss the concept of 
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‘discrepancy’ and its possible relationship to job satisfaction. 
Basically, their contention was that satisfaction or dissatisfaction 
with something was dependent primarily on the discrepancy one perceived 
between what one preferred and what one saw as existing -- the greater 
the discrepancy the greater the dissatisfaction. 

In support of this position Locke (1969) described several 
studies which tended to support this position and described results 
which demonstrated a difference in mean satisfaction scores for inter- 
individual and intra-individual correlations between satisfaction and 
discrepancy. The intra-individual correlations tended to be higher 
than inter-individual correlations and as such yielded support to the 
contention that individual differences are important in terms of job 
satisfaction. 

The review of the literature pointed to the need to study 
general indications of satisfaction and their relationship to specific 
measures of satisfaction. Furthermore it was assumed the study of 
demographic and biographic variables in relation to satisfaction for 
academic personnel in the university organization would be a valuable 
undertaking. 

Seven hypotheses were stated in the null form which gave 
direction to the testing of: a) the relationship between satisfaction 
levels and discrepancy level; b) the relationship between global and 
specific measures of satisfaction; c) the relationship between satisfac- 


tion levels and selected biographic and demographic variables. 


Methodology 


Two questionnaires were structured in order to allow the testing 


of stated hypotheses. One surveyed chief administrators of physical 
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education professional preparation programs in Canadian universities. 
Demographic information concerning the institution and biographic 
information concerning the chief administrator was obtained from this 
questionnaire. The second instrument, directed to full-time academic 
staff members requested a variety of information: a) biographic 
information; b) global indications of importance of, and satisfaction 
with, four general areas of work -- coaching, community involvement, 
research, teaching; c) two discrepancy measures (preferred-perceived and 
employer-employee) and a measure of satisfaction with fifty-one job- 
specific items concerning the individuals' work environment. 

Questionnaires were distributed by mail and with the assistance 
of chief administrators. A pre-addressed and stamped envelope was sent 
with each questionnaire. 

The data was analyzed by computor after being coded on IBM 
cards. The SPSS SUBPROGRAMS CODEBOOK, NONPAR CORR AND FASTABS provided 
frequency distributions, Kendall and Spearman rank order correlations, 


and chi square statistics respectively for data analysis. 


Results 
On the basis of the results from the use of nonparametric 
statistics models several of the stated hypotheses were rejected. 
Satisfaction levels for job-specific items were found to be 
significantly related to a) preferred-perceived discrepancy levels 
and b) employer-employee discrepancy levels. The absolute values of 
the correlation coefficients for the latter were consistently lower than 
for the former. Also in terms of the absolute values of correlation 


coefficients mean inter-individual correlations proved to be lower 
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than mean intra-individual correlations for the analysis of preferred- 
perceived discrepancy levels and satisfaction levels. 

Significant and positive correlations resulted from analyses 
which compared, on a rank order basis: a) satisfaction with the job 
as a whole and satisfaction with the four general areas of work; b) 
satisfaction with the job as a whole and satisfaction with fifty-one job- 
specific aspects; and c) global satisfaction with a work area and 
satisfaction with job-specific items within the general area. 

In cases where correlational analysis was used coefficients 
were generally low in absolute value and therefore were not able to 
account for a large amount of the variation in variable values. 

The analysis of demographic and biographic variables in 
relation to satisfaction suggested several general trends. Satisfaction 
levels for females were lower than for males. As age and total years 
of experience increased so also did satisfaction. The size of the 
institution in terms of bachelor degree program enrolment consistently 
provided a u-shaped relationship with satisfaction -- satisfaction was 
found to be higher in institutions which had either large or small 


enrolment in the bachelor degree program. 


II - CONCLUSIONS 
The correlations between global and specific measures of 
satisfaction resulted consistently in significant relationships. 
While the absolute value of the correlations was not extremely high 
they were interpreted as supporting the contention that the Work 


Environment Questionnaire was a valid measurement instrument. 


: - ; ss 
| ia io a Wa a ='s 
fone ; . 7 , a 
i 


ry 
aan 
io 


abarvist 999 FO. 25euleneet ent “0P andigntovaaa , ti ubty tbat 
- _2favet notisetehis> ‘bnaate al yon sqsnzetb & 08 
soy fans mov? hasfueay anatterarioo ov28 200 i: I att note 


r Te 
dor sad Atiwitnorias*er ese le Ayre +ohyo Aree *" ares 


“‘sJvow Yo 28516 Feyatsd Wot ody arW Nord ast 

; . at . } | he 7 : i d 

-dot anteV3 tr? ftw Horsasrersse OG Sianiw 5 26 Gor sat 
» 

“hae gov6 Arow.6 Atiw woljost2tf2:fedaefpr(S ill ; 

Kavé Teratep sn) wiAtiw emstT Arts aq2eo, it 

b cst : 

J eiqataltises beeu 2zew 2f2viens lenoriefio wen: at aitw a 82) 


6} Ssidé 26n Ss iSy S710's + bag SE by Salt. ovae ni? wor ¢ftins 


. 5 [6 J ald, Th fy r OT ; i “ ’ : |? > Oe Tt loins: vem 6 ” 


neg tacs + + . a. | H ~~ I * ‘ ae 
AGI JIET eth. 20S Ts) Ae Janay . uf PSS 23) 
e “ : P < - el ry 
7 fejo! 7“ " Cy ths 
i 
7 LT. - bh, Pi 
bs} oO S812 31 -norjoeter Die ft 
. 
« _ ' ie C y iné D 3 re r= 
a 
j { iw <5 5 me | T ; J65 \ 
? 
r - ~~? ~~ 
iio 10 716 f } 
~ F Te od 
° ' , 
» - 
. 


_zordenotislS,) tnesttinore nt ylineserangs 
/ : r > + “~ 7 
dori vramewtxe ton 26w 2nofisiaiyes Shy WO Sebhey 


AvoW arid Deis notinssnos adi ontinogque eh hes 


is 
- 7 @ yo 
nahuitant tqaomewessm btiey. & 26w sr tent sha 
i 
, 7 7 
¥ ’ 


Tog 


The results of the study provided moderate but consistent 
Support for the rejection of a number of null hypotheses which dealt 
with satisfaction, perceived-preferred discrepancy, employer-employee 
discrepancy, and demographic and biographic data. On the basis of 
these results several conclusions, applicable to physical educators 
and physical education organizations in Canadian universities seem 
justifiable. 

1. Job satisfaction increases as the discrepancy between 
one's preference and one's perception of what exists in the work 
environment decreases. 

2. Job satisfaction increases as the discrepancy between 
one's preference and one's perception of what his employer prefers 
decreases. 

3. Job satisfaction varies according to the size of the 
physical education organization - - job satisfaction is greater among 
staff members from small and large physical education organizations 
than it is for staff members from physical education organizations 
between the two extremes in size. In terms of actual values the 
term 'small' refers to institutions with bachelors degree program 
enrolments of up to 300 students. The term 'large' refers to 
institutions with bachelors degree program enrolments of 601 or more. 

4, There is a higher degree of congruency between what is 
preferred and what is perceived as existing in the work environment 
among staff members from small and large physical education 
organizations than there is among staff members from physical education 
organizations of a size between the two extremes. 

5, There is congruency between administrative personnel and 


staff members concerning the importance of four areas of staff 
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member's work -- coaching, community involvement, research, and teaching. 
6. Job satisfaction is higher for staff members with the 
academic rank of associate professor and professor than it is for 
staff members with the academic rank of instructor, lecturer, or 

assistant professor. 

7. For staff members with the academic rank of professor there 
is a higher degree of congruency between what is preferred and what is 
perceived as existing in the work environment than there is for staff 
members holding other academic ranks. 

8. Job satisfaction increases as age increases up to the age of 
fifty-five. There seemed to be an indication that satisfaction began to 
drop after the age of fifty-five. However, a larger sample than the one 
available for this study would be needed to confirm this possibility. 

9. Job satisfaction increases as total years of experience 
in the university setting increases. 

10. Job satisfaction is creater among male academic staff members 
in university physical education organizations than it is for female 
academic staff members. This is to be expected as the majority of 
females fall within the lower categories of age and academic rank -- 


satisfaction was found to increase as age and academic rank increased. 
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APPENDIX A 


ORIGINAL LETTER TO CHIEF ADMINISTRATORS 
AND 
DEFINITION OF FULL-TIME ACADEMIC STAFF MEMBER 
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OT PONT Ss SAA 


17-7 4 MOTTA 


‘As a project directed at the completion of graduate research 
we are investigating job attitudes among full-time academic physical 
education staff members in Canadian universities. 


; We respectfully solicit your cooperation and assistance 
in the completion of this project in the following two ways: 


1) distribution of the questionnaires and envelopes to 
al] FULL-TIME ACADEMIC STAFF MEMBERS in your faculty. 
A full-time academic staff member is defined on the 
attached sheet. 


2) completion and return of the CHIEF ADMINISTRATOR'S 
questionnaire which will come to you under separate 
cover. 


We do not ask that you collect the questionnaires after distribution. 


We have provided pre-addressed and stamped envelopes for your staff. 


A copy of the major questionnaire has been enclosed for your 
records. 


We greatly appreciate your cooperation in this project and 
we anticipate the results of same will provide information which you 
will find useful in your position as Dean. 


Thank you. 


Sincerely yours 


T. L. Maloney 
Project Coordinator 


M. L. Van Vliet, Dean 
Faculty of Physical Education 
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FULL-TIME ACADEMIC STAFF MEMBER: 
a staff member who has tenure or has a position 
leading to tenure with no contractual indication 


of an employment termination date. 


Important: 


The above classification does not include a number 


of exceptions as listed below: 


1. Deans, Directors, Department Chairmen 
2. Sessional Instructors 


3. Full-Time Academic Staff Members who were not 


on staff before August 1, 1973 


4. Administrative Officers -- this includes individuals 


who do not carry teaching responsibilities 
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February 4, 1974 


Dear Staff Member: 


As a project directed at the completion of graduate research 
we are investigating job attitudes among full-time academic physical 
education staff members in Canadian universities. 


The Director of your school has cooperated with us by 
distributing the attached questionnaire and envelope to you. We 
would respectfully request your cooperation in completing the 
questionnaire and returning it to us at your earliest convenience. 


As a high percentage return is essential for the success 
of this type of research we have ensured TOTAL ANONYMITY by numbering 
questionnaires only according to university. All the questionnaires 
that have been sent to your university have identical numbers. 


Please accept our gratitude in advance for your kind 
cooperation with this project. 


Thank you. 


Sincerely yours 


T. L. Maloney 
Project Coordinator 


M. L. Van Vliet, Dean 
Faculty of Physical Education 
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WORK ENVIRONMENT QUESTIONNAIRE 


FOR 


ACADEMIC STAFF MEMBERS IN PHYSICAL EDUCATION 


IN 


CANADIAN UNIVERSITIES 


ADMINISTERED BY 


T. Le MALONEY 


IN COOPERATION WITH THE DEAN 
FACULTY OF PHYSICAL EDUCATION 
UNIVERSITY OF ALBERTA 
EDMONTON, ALBERTA 
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PLEASE READ THE FOLLOWING BEFORE COMPLETING THE QUESTIONNAIRE. 


The questionnaire should take approximately 20 - 30 


minutes to complete. 


QUESTIONS 13 and 14 ASSESS DIFFERENT ATTITUDES. PLEASE 
READ THEM CAREFULLY. 


A blank, lined sheets is attached at the end of the 
questionnaire. It has been added so that you may provide 


any additional information you feel is important. 


PLEASE RETURN YOUR COMPLETED QUESTIONNAIRE BY 
FEBRUARY 28, 1974 IN THE ENCLOSED STAMPED ENVELOPE 
TOS 


Mr. T. L. Maloney 

c/o Faculty of Physical Education 
University of Alberta 

Edmonton, Alberta 
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2. 
3. 


4. 


vi 


PERSONAL _TiFORMATION 


What was your age as of January 1, 19742 PLEASE CHECK ONE 
OF THE FOLLOWING. 


under 26 26-30 31-35 36-40 41-45 
46-50 51-55 56-60 above 60 
What is your sex? 


female male 


What is the highest academic degree which you possess at present? 


How many years have you been employed in an academic position at any 
university? PLEASE INDICATE THE TOTAL NUMBER OF YEARS OF EMPLOYMENT 
FOR EACH OF THE FOLLOWING CATEGORIES. 


In Canada: a, 
In the United States eee years, 
Other (please specify): years 
years 
In your present position do you hold tenure? 
yes no 
What is your present academic rank? 
instructor ___associate professor 
See lecturer professor 
assistant professor ____ other (please specify): 


What is your primary area of academic interest in your present position? 
PLEASE CHECK ONE OF THE FOLLOWING. 


Administration Biomechanics History Psychology 


Physiology Sociology Other 


Please indicate whether you have responsibilities in any of the 
following areas. 


Area 
a) coach an intercollegiate team 
b) teach graduate classes 
c) teach undergraduate activity classes 
d) teach undergraduate lecture classes 
e) advise graduate students 
£) work as a member or chairman of 
committees within your Faculty/ 
School/Department 
g) work as a member or chairman of 


committees within professional 
Physical Education organizations 
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IMPORTANT: Several terms used in the questionnaire are defined below. PLEASE 


i 
ANSWER ALL QUESTIONS WITH REFERENCE TO THESE DEFINITIONS. | 
| 
ar COACHING: activity as head coach or assistant coach of one or more inrerooiteerstel 

athletic teams sponsored by the University. 


2. COMMUNITY INVOLVEMENT: participation as a member or chairman of current committees 
of Faculties/Schools/Departments, universities, or professional physical 

| : 

| 

i} 


education organizations at a local, provincial, or national level. 


3. RESEARCH: empirical and library investigatory activities that are not directly 
related to, nor necessary for, the completion of the teaching aspect of the job. 

4. TEACHING: 
programs. 


activities relating directly to the operation and conduct of student 


NOTE: PLEASE ANSWER QUESTIONS 9 - 14 BY PLACING A CIRCLE AROUND THE 
APPROPRIATE NUMBER TO THE RIGHT OF EACH STATEMENT. 


© What LEVEL OF IMPORTANCE do you think is attached to each of the following 
aspects of your-work by your employing Departnent. 


VERY QUITE MODERATE LITTLE NONE 


1) coaching 5 4 3 2 1 
14i) conmunity 

involvement 5 4 3 2 1 

4ii) research s 4 3 2 1 

iv) teaching 5 4 3 2 1 


LO What LEVEL OF IMPORTANCE do you attach to each of the following 
* aspects of your work? 


VERY QUITE MODERATE LITTLE NONE 


1) coaching 5 4 3 2 1 
411i) community . 

involvement 5 4 3 2 : 1 

4ii) research 5 4 3 2 1 

iv) teaching Hh 4 3 2 1 


e 


i i In general, HOW SATISFIED are you with each of the following aspects 
° of your work? 


POE TS on 


41) coaching 6 5 4 3 2 1 
41) community , : e 
involvement 6 5 4 3 2 1 
414i) research 6 5 4 3 2 3h 
iv) teaching 6 5 4 3 2 1 
v) job as a . 


whole 6 5 4 3 2 1 
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12 How satisfied are you with each of the work situation aspects listed 
below? | | 


COACHING ASPECTS 


a Do Not Answer This Section If You Are Not 
; Coaching Tnis Year (1973-74)!! 
ce a SE a ees EI 


number of practice hours | 


VERY QUITE SLIGHTLY SLIGHTLY QUITE VERY 
Satisfied Satisfied Satisfied Dissatisfied Dissatisfied Dissatisfied 


1. 
2. amount of time available for practice 


3. number of hours of preparation 


4. quality of physical facilities available 
for practice 


5. effectiveness of eligibility regulations 


6. freedom of control over team operation 


9. amount of funds available for team activities 6 5 4 3 2 1 
10. quality of available athletes 6 5 4 3 2 1 
11. level of league competition available 


12. opportunity for advancement in academic rank 
through coaching 


13. opportunity for recognition from colleagues 
through coaching 


14. opportunity for personal growth through 
coaching 


TEACHING ASPECTS - Do not reply to items that are NOT applicable to your 
3 work assignment in 1973-74. 


15. quality of undergraduates receiving degrees | 6 5 4 3 2 1 
16. quality of graduates receiving degrees 6 5 4 3 2 1 
17. extent of "skills" content: in undergraduate 6 5 4 3 2 1 
program 
| 6 5 4 3 2 1 
19. extent of your teaching assignment in the 
undergraduate program 6 Ly 4 3 2 1 


20. extent of your teaching assignment in the 
graduate program 


21. extent of your teaching assignment in 
activity courses 


22. extent of your teacining assignment in 
lecture courses 


23. adequacy of facilities for classes 
24. freedom to select course content and 
teaching methods 
25. relevancy of curriculum to the type of jobs 
availabie to degree holders 


26. opportunity for advancement in academic rank 
through teaching 


27. opportunity for recognicion from colieagucs 
through teaching 


28. opportunity for personal growth through 
teaching 
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RESEARCH ASPECTS 


- Do not reply to items that are NOT applicable 
to your work assignment in 1973-74 
Satisfied Satisfied Satisfied Dissatisfied Dissatisfied Dissacisfied 


i 
VERY QUITE SLIGHTLY SLIGHTLY QUITE VERY | 
| 
I 


29. amount of funds available for research 


30. amount of time available for research 


31. quality of facilities and equipment 
available for research 


32. amount of encouragement by academic members 
of staff for you to do research 


33. extent of participation with you in research 
by colleagues in your field and on your staff 


34. amount of support for your research by 
administrative personnel on your staff 


35. relevancy of your research to societal needs 


36. opportunity for advancement in academic rank 
through research 


37. opportunity for recognition from colleagues 
through research 

38. opportunity for personal growth through 
research 


COMMUNITY INVOLVEMENT ASPECTS - Do not reply to items that are NOT applicable 
to your work assignment in 1973-74 


40. amount of time available to become ixvolved 
with committees of local, provinciai, cr 
national professional organizations 


41. amount of funds available to become invoived 
with committees of provincial and national 
professional organizations 


42. extent of your share in decisions affecting 
department affairs 


43. extent of your share in decisions affecting 
local professional organization matters 


44. extent of your share in decisions affecting 
provincial professional organization aifairs 


extent of your share in decisions affecting 
mational professional organization affairs 


opportunity for advancement in academic rank 
through involvement in work related committees 


opportunity for advancement in academic rank 
through involvement in local, provincial, or 
national professional organization committees 


opportunity for recognition from colleagues 
through involvement in work related committees 


opportunity for recognition from colleagues 
through involvement in local, provincial, or 
national professional organization committees 


opportunity for personal growth through 
dnvolvement in work related comnittees 


51. opportunity for personal exoweh through 
involvement in local, provincial, or 
national professional organization 
committees 
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5 


For each of the work situation aspects listed below, how does WHAT YOU 
PREFER compare with WHAT ACTUALLY EXISTS? 


More Much More 
Than What No Than What Tnan Wnat 
COACHING ASPECTS - Do Not Answer This Section If You Are Not i I Prefer Difference I Prefer I Prefer 


Coaching This Year (1973-74)!! 


1. number of practice hours 

2. amount of time available for practice 

3. mumber of hours of preparation 

4. quality of physical facilities available for practice 

5. effectiveness of eligibility regulations 

6. freedom of control over team operation 

7. pressure to win from superiors 

8. quality of fellow team coaches 

9. amount of funds available for team activities 

10. quality of available athletes 

11. level of league competition available 

12. opportunity for advancement in academic rank through coaching 
13. opportunity for recognition from colleagues through coaching 


14. opportunity for personal growtn through coaching 


TEACHING ASPECTS - Do not reply to items that are NOT applicable to your 
work assignment in 1973-74. 


15. quality of undergraduates receiving degrees | 
16. quality of graduates receiving degrees M 2 3 4 5 


17. extent of "skills" content in undergraduate program 


18. extent of "theory" content in undergraduate program 


19. 


extent of your teaching assignment in the 
undergraduate program 


20. 


extent of your teaching assignment in the graduate 
program 


21. extent of your teaching assignment in activity courses 


22. extent of your teaching assignment in lecture courses | 
23. adequacy of facilities for classes 


24. freedom to select course content and teaching methods | 
25 


+ relevancy of curriculum to the type of jobs available 
to degree holders 


26. opportunity for advancement in academic rank through teaching | 
27. opportunity for recognition from colleagues through teaching 


28. opportunity for personal growth through teaching | 
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RESEARCH ASPECTS 


- Do not 1 Less More Much More 
Tepiy to items that are NOT applicable Than What No Than What Than What 


to your work assignment in 1973-74 I Prefer Difference I_ Prefer I_ Prefer 


29. amount of funds available for research 
30. amount of time available for research 1 


+ quality of facilities and equipment available for research 


31 
32, amount of encouragement by academic members of staff for 
you to do research 


33. extent of participation with you in research by colleagues 
in your field and on your staff 


34. amount of support for your research by administrative 
personnel on your staff 


35. relevancy of your research to societal needs , 2 3 4 5 


36. opportunity for advancement in academic rank through research 1 2 J 4 5 
+ Opportunity for recognition from colleagues through research | 7 2 3 4 5 


37 
38. opportunity for personal growth through research 1 2 3 4 5 


COMMUNITY INVOLVEMENT ASPECTS - Do not reply to items that are NOT applicable 
to your work assignmenc in 1973-74 


39. amount of time available to become involved with work related 
committees 


40. amount of time available to become involved with committees 
of local, provincial, or national professional organizations 


41. amount of funds available to become involved with committees 
of provincial and national professional organizations 


42, extent of your share in decisions affecting department affairs 


: 
43. extent of your share in decisions affecting local professional 
organization affairs 


extent of your share in decisions affecting provincial 
professional organization affairs 


extent of your share in decisions affecting national 
professional organization affairs 


Opportunity for advancement in academic rank through 
involvement in work related committees 


Opportunity for advancement in academic rank through 
involvement in local, provincial, or national professional 
organization committees 


opportunity for recognition from colleagues through 
involvement in work related committees 


Opportunity for recognition from colleagues through 
involvement in local, provincial or national professional 
organization committees 


opportunity for personal growth through involvement in 
work related committees 


Opportunity for perscnal growth through involvement in local, 
provincial, national professional organization committees 
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14 For each of the work situation aspects listed below, how does WHAT YOU 
PREFER compare with WHAT YOU FEEL YOUR FACULTY PREFERS. 


Much Less Less More Much More 
Than What Than What No Than What Than What 
COACHING ASPECTS - Do Not Answer This Section If You Are Not I Prefer I Prefer Difference I Prefer l Prefer 
Coacning Tnis Year (1973-74)!! 
peace eo ES tS Ne tila 
1. number of practice hours 1 2 3 4 5 
Pri PPQUON AE RADE -palbuatinns ease pegerese ‘i vtepraer ements pe etad ey e| 
3. number of hours of preparation | 1 2 3 4 5 
4. quality of physical facilities available for practice 1 2 3 4 5 | 


effectiveness of eligibility regulations 


6. freedom of control over team operation 1 2 3 4 5 


l 
8. quality of fellow team coaches H 1 2 3 4 5 


9. amount of funds available for team activities 1 2 3 4 5 
10. quality of available athletes | 1 2 3 4 5 | 
ll. level of league ccmpetition available 1. I 2 3 4 5 


12. opportunity for advancezent in academic raak through coaching 
13. cpportunity for recognition from colleagues througn coaching 


14. opportunity for personal growth through coaching 


| 
| 


TEACHING ASPECTS - Do not reply to items that are NOT applicable to your 
work assignment in 1973-74. 


15. quality of undergraduates receiving degrees i 2 3 4 5 
4 
quality of graduates receiving degrees | 1 2 3 4 5 


extent of “skills content in undergraduate program 


18. extent of "theory" content ia undergraduate program 1 2 3 4 5 


19. 


extent of your teaching assignment in the 
undergraduate program 


20. extent of your teaching assignment the graduate 
program 1 2 3 4 5 
21. extent of your teaching assignment in activity courses 1 7} 3 4 5 


22. excer. of your teaching assignment in lecture courses 
adequacy of facilities for classes 


freedom to select course content and teaching methods 1 2 3 4 5 


relevancy of curriculum to tne type of jobs available 
to degree holders 


Opportunity for advancement in academic ranx through teaching 


27. opportunity for recognition from colleagues througn teaching 


opportunity for personal growth through teaching 
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RESEARCH ASPECTS 


- Do not reply to items that are NOT applicable Dee baa re bey: 


to your work assignment in 1973-74 


amount of funds available for research 
amount of time available for research 


quality of facilities and equipment available for research 


2. amount of encouragement by academic members of staff for 
you to do research 


33. extent of participation with you in research by colleagues 
fa your field and on your staff 


34. amount of support for your research by administrative 
personnel on your staff 


35. relevancy of your research to societal needs 
opportunity for advancement in academic rank through research | 


7. opportunity for recognition from colleagues through research | 


38. opportunity for personal growth through research 


COMMUNITY INVOLVEMENT ASPECTS ~ Do not reply to items that are NOT applicable 
to your work assignment in 1973~74 


39. amount of time available to become involved with work related 
committees 


40. amount of time available to become involved with committees 
eof local, provincial, or national professional organizations 


41. amount of funds available to become involved with committees 
of provincial and national professional organizations 


3. extent of your share in decisions affecting local professional 
organization affairs 


extent of your share in decisions affecting provincial 
professional organization affairs 


extent of your share in decisions affecting national 
professional organization affairs 


Opportunity for advancement in academic rank through 
involvement in work related committees 


opportunity for advancement in academic rank through 
involvement in locaf, provincial, or national professional 
organization committees 


opportunity for recognition from colleagues through 
involvement in work related committees 


Opportunity for recognition from colleagues through 
Anvolvement in local, provincial or national professional 
organization comnittees 


opportunity for personal growth through involvement in 
work related committees 


Opportunity for personal growth throuzh involvement in local, 
provincial, national professional organizatioa committees 
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More Much More 
No Than What Than What 


Difference ieapreter es fo prefer 
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APPENDIX C 


CHIEF ADMINISTRATOR'S QUESTIONNAIRE 
AND 
COVERING LETTER TO CHIEF ADMINISTRATORS 
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As suggested in previous correspondence, we are soliciting 
your assistance in a research project by way of completion of the 
attached questionnaire. 


While we are most cognizant of the many other tasks facing 
you at the present moment we would appreciate receiving the 
completed questionnaire at your earliest convenience. 


A summary of the findings will be made available to you 
when the project has been completed. 


Thank you. 


Sincerely yours 


T. L. Maloney 
Project Coordinator 


M. L. Van Vliet, Dean 
Faculty of Physical Education 
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CHIEF ADMINISTRATOR'S QUESTIONNAIRE 


SUPPLEMENTAL TO THE 
WORK ENVIRONMENT QUESTIONNAIRE 


ADMINISTERED BY 
T. Ls MALONEY 


IN COOPERATION WITH THE DEAN 
FACULTY OF PHYSICAL EDUCATION 
UNIVERSITY OF ALBERTA 
EDMONTON, ALBERTA 
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For how many years has your Department been in existence? Count 
this academic year as a full year. 


years 


For how many years have you held the position of Chairman? 
Count this academic year as a full year. 


years 


How many full-time academic staff members are in your Department? 


How many of your full-time academic staff members possess: 
only a bachelors degree: 
a masters but not a doctorate degree 


a doctorate degree 


What type of programs does your Department currently offer? Please 
check all appropriate items listed below. 


program(s) leading to a BACHELORS degree 
program(s) leading to a MASTERS degree 
program(s) leading to a DOCTORATE degree 


What is the total full-time enrollment in each of the programs 
currently offered? 


Bachelors Degree program: students 
Masters Degree program: students 
Doctorate Degree program: students 


What level of importance do you attach to each of the following 
general aspects of work as functions of your Department? 


VERY QUITE MODERATE LITTLE NONE 


i) Coaching 5 4 3 2 1 
ii) Community Involvement 5 4 3 2 1 
iii) Research 3 4 3 2 if 


iv) Teaching 5 4 x | 2 l 
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FOLLOW-UP LETTERS 
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March 17, 1974 


Some weeks ago I forwarded to you a number of questionnaires 
with a request that they be distributed to all of your full-time 
academic staff members. 


To date the response has been very good and I would like 
to express my sincere appreciation to you and your staff for the 
considerable cooperation you have given to the project. 


In an effort to increase the percentage return I would ask 
one further favour of you. Would you kindly distribute one of the 


enclosed reminder letters to all staff members who originally received 
the questionnaire? 


Again, my thanks to you for your assistance. 


Sincerely yours 


T. L. Maloney 
Project Coordinator 
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March 18, 1974 


Dear Staff Member: 


A short time ago you received a "Work Environment Questionnaire" 
and were asked to complete and return it to myself. 


The purpose of this letter is two-fold: 1) to offer my 
sincere thanks to the many academic staff members across Canada who 
have responded so promptly, and 2) to respectfully request those 
who have not yet had the time to respond to complete the questionnaire 
and return it at your earliest convenience. 


While the response has been very good to this point we are 
striving to gain an even higher percentage return for obvious reasons. 


I am fully aware of the many other demands on your time and 
therefore I am greatly appreciative of early responses and will 
also be greatly appreciative of further responses. 


In view of the fact that I am unable to record individual 
staff member responses I must resort to a “blanket thank you." 


Your assistance has been most helpful. 


Sincerely yours 


T. L. Maloney 
Project Coordinator 
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TABLE 37 
UNIVERSITIES INCLUDED IN THE ORIGINAL SURVEY 


ACADIA UNIVERSITY 
DALHOUSIE UNIVERSITY 
LAKEHEAD UNIVERSITY 
LAURENTIAN UNIVERSITY 
MCGILL UNIVERSITY 


MCMASTER UNIVERSITY 

MEMORIAL UNIVERSITY OF NEWFOUNDLAND 
QUEEN'S UNIVERSITY 

SIMON FRASER UNIVERSITY 

ST. FRANCIS XAVIER UNIVERSITY 


UNIVERSITY OF ALBERTA 
UNIVERSITY OF BRITISH COLUMBIA 
UNIVERSITY OF CALGARY 
UNIVERSITY OF GUELPH 

* UNIVERSITE DU LAVAL 


UNIVERSITY OF LETHBRIDGE 
UNIVERSITY OF MANITOBA 
UNIVERSITY OF MONCTON 

* UNIVERSITY OF MONTREAL 
UNIVERSITY OF NEW BRUNSWICK 


UNIVERSITY OF OTTAWA 

* UNIVERSITE DU QUEBEC A MONTREAL 

* UNIVERSITE DU QUEBEC A TROIS RIVIERE 
UNIVERSITY OF SASKATCHEWAN 
UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS 


* UNIVERSITE DE SHERBROOKE 
UNIVERSITY OF TORONTO 
UNIVERSITY OF VICTORIA 
UNIVERSITY OF WATERLOO 
UNIVERSITY OF WESTERN ONTARIO 


UNIVERSITY OF WINDSOR 
YORK UNIVERSITY 


ee ee _ 
* Respondents from these universities were eliminated from the 
the study. 
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TABLE 38 


CHI SQUARE ANALYSIS OF THE SATISFACTION SCORES FOR THE 'JOB AS A 
WHOLE’ AND THE DISCREPANCY BETWEEN ADMINISTRATOR'S AND 
RESPONDENT'S SELF-REPORTED LEVEL OF SATISFACTION 

FOR EACH GENERAL AREA OF WORK 


WORK 

AREA CHI SQUARE df STG. 
a) COACHING 7.3646 8 0.4979 
b) COMMUNITY INVOLVEMENT 7.6480 8 0.4686 
c) RESEARCH 9.6330 8 OF 29 ye, 
d) TEACHING 14.7714 8 0.0637 
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